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This report examines retentlon. 1t provides a socioeconomic profile

of the reasrviatas {n Naval Reserve Readineas Command Replon SEVEN, and a
ntntintical description of thelr attitudes, opinfens and beliefs about
the Naval Reserve, After an extensive review of the literature, it
investigates the arcar of how clorely reservists identify with the Navy
as a subculture, their level of satisfaction with variour aspects of the
reserve program (i.e. drill, WETS, ACDUTRA), the kinds of leadership
styles believed most effective (authoritarian/democratic) and their
senge of civic responsibility. The purpose is to show how these attitudes

and values are related to the fintention of reservists te reenlist in the
Naval Reserve. :
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The opinions, asgsertions, and interpreotations contdined fu Lhis paper
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Region SEVEN, the Chief of Naval Reserve, the Department of the Navy or
the Department of Defense,
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STUDY HIGHLIGHTS

REVIEW AND FINDINGS

Problem

The purpuse of this research is to investigate and to
identify accurately those practices which, in the minds of
Naval Reservists, cause sclected reservists to remain in the
U. S. Naval Reserve or conversely induce drilling reservists

to leave, consequently reducing the operational readiness of
the U. S. Navy.

Ob]ectives

The objectives of this study are:

1. To provide s general description or profile of the
Selected (drilling) Reservists, and to further identify

speclfic zharacteristics of those reservists who are lost
prior to EOS.

2. To review the literature, develop a theoretical
frame of reference and explore the predictive capability of
this Generic Model for understanding retention.

3. . To determine 1f background characteristics, cultural

socialization, leadership styles, and civic responsibilicy
are statistically related to retention.

4, To consider 1if it is possible to develop a survey
instrument to assist in military counseling so that retention

preblems can be indentifiled early and corrective action taken.

5. To offer the results tc varlious Navy commands for
retention and recruiting use as applicable.

Aggroach

To reach these objectives, the following methods were
employed:

1. Utilization of existing statistics (CNAVR:S, BUPERS,
DOD, REDCOM NINETEEN, REDCOM TWENTY).

2. Analysis of REDCOM SEVEN Gain and Loss Reports for
FY 1978 and FY 1979,

3, 1In-depth interviews with a stratified random sample
of eighteen selected reservists representative of the vegion,

4. Content analysis of letters solicited from reservists

involuntarily terminated, 47 responses of 157 letters received.
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Highlights

The fudfngs aboat the soctal andg povehological characteristics of
Naval Reservists and theiv tntentions (o reenlist are s follows:

1. Most veservists oither detinitely dntend to teenlist
“or hope to reenlistc,

2, Most reservists questioned never or varcly think of petting ouat.

3. They are carcer mefivated.  Over halt o) the vescrvists give
themaclves a 90 percent chance or better of remaiuning in o dvilling wnt
for another year. Al:o, over SO pereent o the resetvises give them-
gelves an 80 pereent chance ot better of staving for another three
or another twenty vead

ANCRFE R SR I

4. The most fmportant reasons civen o joining the Naval Resetve
are drill pav and voetfrement Pencefits with pattiotism a poor thivd.

S, Most Naval Reservistsare white, Tretestant, natticd males wiih
approximatcly (wo dependents. Thevy arve weli-oducatsd, have a pood job
and thiaw of themselves az cofther werking elass ov middle class

6, These sociocconomic characteristics ave positivelv assoctated
with the fntent{ion ro veeplist.  The hipher the sociccvonomic status,

the more likely one intends to reenlist in the Naval Reserve,

7. Amoug reservists whose tambly, pecrs and emplovers support theid
Naval Rescrve activitfes, fntentfon to reenlise i high. Vor oaawnpele,
onlv « percent of those reservists whe have strtong oy support sav thew
definftely will not reeniist.

8. Rescrvists ave not alicnated tvom (heit civilian pursuits,  Thev
feel useful and are sericus about thedir work, They e almest never
harassed, and rarely bored,

9, Those whe are most satisticd vith theiv cavibian Jobs are wmest
likely to reenlist.,

10, A major tainding 1= that covironnental and sitaational chatactertisties
sitoe,

time ot conmut fnge, the wea of the coaantry o which one was reared,
the location of onds current 1esfdence docs nel enpiain why
intend to reentine and othevs do not,

are much less signiticant than supposed. Distance te the dril)

angd

RYGIRTAES IFARSYSL B ‘ sts

11, The fact that cone comes from a military tamilyv ds anarpot Cant
predicting the {nteaticn to reenitst ax ix the length ot
was assigned Lo an afloat command on active dutv.

il
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12. Military rank/rate is strongly related to the intention to reenlist
ag are age, longevity, number of ACDUTRA's and WET's attended. As
experience with the Naval Reserve increases, the more likely reservists
intend to continue their participation,

13, Most Naval Reservists are strongly identified with the Navy as

a subculture. They like things typically Navy such as calling floors, "decks";

valls, "bulkheads'"; and cellings, "overheads." The reservists' image of the
Navy 1is extremely positive.

14. They remember their experience on active duty as useful, and they
almost never recall feeling any hostility.

15. Reservists who are most strongly identified with the Navy are
likely to reenlist.

i6. Reservists are pleased with their reserve units, the comradeship
they experience during drill and the personal appearance regulations.

17. Reservists are dissatisfied with their sense of accomplishment,
how the drill compliments their civilian occupation; how their talents

are utilized, and thelr amount of responsibility. They feel that both the
training and equipment are inadequate.

18. They feel that more time should be given to rate training .ud less
time to administrative matters such as meetings and writing reports.

19, They pliace great value on ACDUTRA and WETS and are more satisfied

with these activities than they are with the experiences they have in the
Naval Reserve Centers.

20. The greater the satisfaction with various aspects of the Naval
Reserve, the more likely they plan to reenlist.

21. Reservists are not displeased with the uniform requirements and

personnel policles; however, these matters remain sensitive predictors of
retention.

22. Although reservists are not satisfied with the equipment or

training aspects of their reserve experience, these variables de not
predict the intention to reenlist.

23. Naval Reservists think that their Commanding Officers provide
strong leadership to their units.

24, Democratic leadership styles are widespread and prefered to
authoritarian leadership styles,

25. Most reservists believe they are treated fairly and that favoritism
is discour-~ged,
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26. Women have been well integrated into the Naval Reserve. Their
attitudes do not differ aubstantially from those of men. R

27. Blacks do not feel that they are treated’ fairly. at least not by .
comparison with whites.

28, The general attitude toward work among all Naval Reaervists is
to place great value on intrinsic benefits and less emphasis on extrinsic
material res~rds. This is so despite the fact that they liat economic
reusons for initially joining the Naval Reserve.

29. Reservists have a high sense of civic responsibility and feel a
duty to their country. They feel that a citizen ghould be willing to
engage in some form of full-time community service for at least two years.

30. Most agree that conventional war is likely but are not convinced
that all out nuclear war is realistic posibility in the next 15 years.

31, Although war may be likely, they feel their chances of being
recalled are remote,

32. Reservists are well aware of some of the moral implications of
wvar (57X said they did not think the Vietnam War was just); however, very

few reservists thought their participation in the Naval Reserve raised a
uoral problem for them personally.

33. Navul Reservists are highly involved in community affairs. They
express a great deal of interest in politics, for example, and if what
they tell us is true, they talk politics, vote, and even campaign at
much higher levels than do Americans generally.

34, The party identification of Naval Reservists reflects the partisan
alignment of the American public genmerally. Proportionally thei’e are about
the same number of Republicans and Democrats in the Naval Resarve as in
the countty as a whole. Tarty identification is also statistically
unrelated to the intention to reenlist,

35. Although ﬁartisanship does not predict intention to reenlist,
ideological orientation is important. The more conservative a reservist
sees himself, the more likely he intends to reenlist.

‘36, Generally we find that the nigher the sense of civic responsibility,

the greater the likelihood of reenlistment.

viii

[y U — <1

P SO W

B 6 s Ao v




v

R —

e

e

Recommendat ions

1. Sensitize active duty personnel to the abgolute requirement that
administrative support willingly provided for drilling reservists i=
the summum bonum of their professional life. This (s espectially critical
during the first three to six months of of an enlistee's affilfation. 1t
is during this tiwe that administrative indiffevence wreaks the most
havoc; this is the time when the tecruiters' promises ave put to the
initial test and when expectations and reality are compared {n terms of
satisfaction. Command attentjon, sensitivity training, and indoctrination
divisions are strongly vecommended. It goes without sayving that receipr

of the paycheck is the single most important item which must be accomplished.

This study has repeatedly affirmed that {inancial consideration 1s the
prime mover of participation.

2. Involve the family (cgprcially the wife) ia Reserve participation.
Center and unit Commanding Of ficers should Inftfate contact with the wife
snd family through personalized correspondence and tamilv-orfented social
events such as cook-outs and short tours of nearby Naval and civilian
points of interest.

3. Conduct a skills inventory of cach unit and center, concentrating
o interest and abilities othier than those related to the reservists' rate.
Then, use those skills to the benefit of the community and the Naval
Reserve.

4. Increase reservists' participation f{u civie projects at the local
level. Do this as a unit on drill week-ends, other han WET's. This
accomplishes two purposes: (1) It reduces the well-documented dissatin-
faction with boring classroom lectures, and (2) 1t meets the demonstrated
need of reservists to increase civic involvement.

5. Increase WET opportunities to provide realistic hands-on trainiug.
Reprogram money accordiungly.

6. Increase cfforts to upgrade equipment available in the Reserve
Centers. Th> SBS program should be accelerated and emphasized in any cost
trade-off analvsis.

7. Screen prospective uni{t Commanding Of ficers for unacceptably high

levels of autheritarian leadership tendencies. Validated tests are svailable

for this and are being used in industry.

8. Recognize outstanding performance by letters of commendation and
such programs as "'saflor of the quarter." Make awards at morning quarters.

9. Periodically contact civilian emplovers and, most ospecially,

immediate supervisors and tell them that the Naval Rescerve appreciates thelr

support. Emphasize that the reservist is doing a good job and infer that
this {s the result of good leadership and supervision on the part of the

emmployer.
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1. Periodically invite employers and supervisors to organized social
activicies.

: 11. Provide opportunities for segmental drilling when job conflict is
apparent.

12. Increase the efforts to overcome the feelings among minority
groups that they are being treated unfairly. This should be done by

recognizing cheir contribution to achieving organizational objectives rather
than through paternalism.

13. Do not underestimate the effectiveness of appeals to patriotism

and civic duty. Pay 1s a necessary cause of initial affiliation but is
not always sufficient to retain the better reservists.

14, Untertake a hard look at the training program with a view to
developing innovative alternatives to what many reservists see as a dull
and dreary exercise. For example, it might be possible to reschedule
drills to take advantage of college or technical courses offered in the
commnity or being in trained teachers to offer a series of courses
relevant to the unitd needs.
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INTRODUCTION

The management of human resources has become the number one
priority of all modern complex soclal organizations. This 1is
exemplified by the emphasis now being placed on retention by the leader-

ship of the U, S, Naval Reserve. According to Paul Hersey and Kenueth i,
Blanchard:

Most wmanagers, if asked what they would do 1t they
suddenly lost halt of their plant, equipment, or capital
regources, are quick to answer. lnsurance or borrowing
are often avenues open to refurbish plant, equipment, or
caplitul. Yet when these same managers are asked what they
would do i{ they suddenly lost half of their human resources-
managers, supervisors, and hourly employees-they are at a
loss for words. There is no insurance against outflows
of human resources. Recruiting, training, and developing
large numbers of new personnel {nto a working team takes years.
In a4 competitive environment this 1s almost an impossible task.
Organizations are only beginning to realize that their most
important assets are numan resources and that the managing of
these resources 13 one of their most crucial tasks. (Hersey
and Blanchard, 1977, p. 72).

Over the past few years retention of military personnel has become
increasingly important to national securlty. (President’'s Commission
Report, 1970). The overall Naval balance between the Soviet Union and
the United States 1s difficult to determine, yet unquestionably the
Soviets have made great progress in the sphere of material matters.
Commensurate with these developments, "there have been drastic cuts made
to the U, S. Naval program—-the deletion of six submarines and 20 major
warships, the erasure of 13 important conversions and the reduction of
the Naval Reserve by nearly half can only have a weakening etfect on
material readiness and morale,” In comparing the Navies of the Soviet
Unicn and the United States, the editors of Jane's Fighting Ships say,
"The advantage accruing from the education and training of the all-

volunteer U, S, Navy, with its emphasis on initiative, must however provide

a position of strength compared with a Navy manned by conscripted junior

ratings, no matter how detalled the technical training of their superiors.

(Jane's Fighting Ships, 1978-79, p. 129). This advantage resulting from
superior manpower mav rapidly erode if the retention problem of the U. S.
Navy 1is not =sclved.

Retention is an old problem in the U. S. Navy. Throughout the 19th
century desertion was at 2 very high level and at times almost amounted
to manns flight, Frederick S. Harrod in his recently
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published book, Manning the New Navy, The Development of a Modern

Naval Enlisted Force 1899 - 1940, quotes Captain William G. Temple

of the Tennessee as reporting in 1871 that fifty-one of his crew
deserted during just two weeks at the New York Navy Yard. (Harrod,
1978, p. 13). 1In another incident, Commander Francis H. Roe complained,
"My ship's boats would go ashore and men would leap out and run. If

the officers followed, the whole boat's crew would likely desert!"
(Harrod, 1978, p. 13). More recently Captain Charles McIntosh, USN,
points out, "A well rewembered DesLant Bulletin in the very early

1950's bemoaned the 3 percent ceenlistment rate (hen current,'
(McIntosh, 71, p. 79).

If poor retention is nefther new nor more accur.ite, what 1is
different is the amount of attention 1t {s receiving. The Chief of
Naval Operations (CNO) recently indicated that retention is his
number one priority. His keen interest in this subject is shown in
a memorandum stating CNO Objettives. In this memorandum, CNO
stresses the need to change our way of deing business to eliminate
those practices which drive good people out of the Navy, and to make
a naval career as attrvactive and satisfying an experience as possible."
(CNO MEMO dtd 17 Oct. 78). The Reserve aspect of this problem is
{mportant because with the evolution of the "One-Navy" concept, the

U. S. liaval Reserve Is recognized as an essential element of its
active-duty counterpart,

The purpose of this research is to investigate the problem of
retention and to identify more accurately some of those practices
vhich, in the minds of Naval reservists, drive people out of the
Naval Reserve and consequently reduce the operativiual readiness of
the U. S. Navy. This study is an exploration into the social and

psychological aspects of attrition in the Naval Reserve of Readiness
Command Region SEVEN.

To accomplish the general and specific goals of the current
project, a survey research Jdesign was employed involving the administration
of a 349-item structured questionnaire to a universc of approximately
2,000 Naval reservists in Readiness Command Region SEVEN. These
veserviats attend driil at 11 Naval Reserve Centers in Georgia,
North Carolina, and Seuth Carolina. The research will result in
vi{ght veports.

Report Number 1 - A Preliminarv report concerning descriptive
statistics of those sociil and psychological attitudes believed
to be assoclated with retention.

Report Number 2 - An investigation inte the relationship
between job satisfaction and retention,
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Report Number 3 - An investlgation into the relationship
between perceptions of equity and retention.

Report Number 4 - An investigation into the relationship
between expectancy and retention.

Report Number 5 - An investigation into the relationship
between role perception and retention. .

Report Number 6 - An investigation intuv the relationship
between cultural socialization and retention,

Report Number 7 - An {nvestigat{on into the relattonship
between socioeconomic, military, cuvironmental characteristacs
and retention.

Report Number 8 -~ An evaluation of the determinants of
retention and recommendations for change.

Special Reports - A series of computer printouts showing
the frequency distributions of the questionnaire responses
of officers and enlisted persounel assigacd Lo the units
which drill at that Reserve Center.

This study examines retention trom several perspectives. Ar a
result of ihis eclectic approach, 1t is anticipatec that a greater
insight can be gained into the determinants of acer :tion in the Naval
Reserve of REDCOMREGSEVEN. If an explanation of r "« ion is
forthcoming, Commanding Officers may be able to predict potential
tetention probiems and then take corrective measures. Higher levels
of management can take action to develop programs that are relevant
to the needs of the reservists, and in this wav increase the support
from Naval Rescrve personnel necessary for operational readiness.

It 1s hoped this analvais will provide the knowledpe necessary to
adjust Naval Reserve Programs so as to retain the otter qualified
and more highly tralned resevvists,

Statement of the Problem

To explain a reservist's decision to continue narticipating in
the Naval Reserve, it 18 helpful to ask why the {ndividual joined
the Naval Resetve, what does he think of the program and is he likelw
to withdraw? Why does o reservist choose to reenlist or not to
reenlist?  The answer to these questions in part can be gliven by an
examlnat{ion of the background characteristics of the reservists, and
fo part by the organfzational satructure of the Navy.  We have known
for a lonpg time, for example, that an Individual with low intelligence
scores and a poor cducatiomal background 1s unlikely to perform well.,
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it is also clear that some institutional practices and policies of
the Navy make it difficult for some rescrvists to maintain a
satisfactory level of participation. It is necessary, however, to
wmove beyond these explanatfons and focus on selected social and
paychological influences which affect the reservist's decision.
What we want to know are the attitudes, values, and behavior
patterns associated with the decision to continue pariicipating in

the program.

Knowledge of this kind is not found through speculation

but by an empirical investigation. The following general questions
are used to guide our inquiry:

QUESTIONS:

1. How highly do reservists value their active duty
experience? It could be that the first experiences
one had in the Navy eatablished the orientation
toward the service for the rest of the individual's

life.

If positive experiences are reinforced by good

Yeidership when the individual joins the Reserve,

then he may become an enthusiastic reservist. On

t'a other hand, many people leave active duty
issatisfied and tind the Reserve program unresponsive

and irrelevant to their professional and soclial needs.

2, How do reservists view the role they play in the
Naval Reserve? Do they think of themselves as having
a Naval career? 1s it simply a part-time job? Do
they feel like they are "doing time" and as soon as
their legal obligations ave satisfied do they plan
to get out? What is their level of commitment to
the service?

3. Do reservists experience a role conflict between what
the Navy expects of them and what their family,
friends and work associates expect? Is the Navy
considered a lower status job? Do the reservists
have to make radical changes in thelr appearance
and ways of relating to people when they come into a
military environment? Are their moral beliefs
compatible with what the Navy expects of them? Do
reservistas see a4 conflict between organizational and
personal goals?

4. What do reservists expect to get out of their partici-
pation in the program? Does the Navy fulfill their
expectations in so far as the development of job
skills, sovial life or monetary benefits? What
aspects of the program do they couasider valuable and
what do they think Is worthless relative to fulfilling
thedr personal goals and objectives? How much do they
need the Naval Reserve?
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5. Wwhat do reservists like about the Reserve and what do

they dislike? Do they feel adequately and fairly
compensated? Ts the training considered good? What
aspects of the program do they find interesting?
Essentially do they think of the Navy as a "good deal?"
Do reservists who enjoy their civilian occupations

also find satisfaction in the Reserve program? Do

they think military customs and courtesies reinforce a
positive attitude or are they viecwed as obstacles to

overcome? Are the reservists happy with what they
are doing?

6. What do reservists think about their work? 1Is it
meaningful or do they have a sense of alienation?
What do they expect of their leaders, job content, and
group climgte? How do they perceive the organizational
and administrative practices? 1Is what they do at

drill considered an activity in which they can become
deeply involved?

7. How do reservist perceilve altemmatives to the weekend
drill such as leisure-time activities and work oppor-
tunities? Are these competing claims on the reservist's
time? Are they so highly valued that the reservist
thinks he is making a sacrifice to attend drill?

8.

To what extent do reservists feel they have a sense of
social responsibility or duty to serve their country
in some way? How important is patriotism? Is there a
feeling that by participating in the Naval Reserve

they are serving their country? Do they have a sense
of pride in their uniform?

It is our general reasoning cthat reservists who view their role
in the Naval Reserve as a career involving a long~term commitment are
more likely to reenlist than those who think of it as a temporary
part-time job. Reservists whose expectations about the Navy are
fulfilled in terms of job skills, social life, and monetary benefits,
are more likely to stay than those who are dissatisfied. Reservists
who are happy with what they are doing in the Reserve will more
likely reenlist than those who dislike going to drill. Reservisgts
who feel that their work is meaningful will more likely reenlist than
those who are alienated. Reservists who experience congruence
between what their family, friends and work associates expect will
more likely continue in the program than those who experience role
conflict. Reservists who see the Naval Reserve as complime ' .ng
their discretifonary time activities and/or job alternatives »ill be

more likely to stay in the program than these who ee the havy as
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interferring with what they had rather be doing or should be doing.
The wore individuals need the Naval Reserve and see their partici-
pation as beneficial to their interest, the more likely they will
decide to reenlist. The problem, of course, 1s to clarify these
expectations and show how they relate to retention. An empirical
investigation of the individual's perceptions of his place in the
Naval Reserve will provide a better understanding of the factors
associated with the decision to remain in the Naval Reserve in

this region; however, the study in REDCOM REG SEVEN may be thought of
as 4 pilot study which if successful could he extended to the entire
Naval Reserve. A longitudinal study over a period of three years,
sampling the reservist's attitudes at the time he enlists in the
Naval Reserve, six months later, and then at the end of the second
and third year, would show how attitudes change as a result of the
reservist's experience. For the present, however, this study seeks
to identify more accurately some of those practices, which in the
mind of the reservist in REDCOM REG SEVEN drive people out of the
Naval Reserve. The results should not be generalized to the entire
country since regional differences can and do have a significant
affect. However, many of the varisbles associated with retention
in this area are no doubt associated with retention in other regions
as demonstrated by comparing the results of a 1974 survey conducted
in California among Naval reserviets there,
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If we can understand the common social and psychological
characteristics of individuals, their perception of the world about
them, and the nature of the circumstances surrounding their decision,
then we may be able to explain why we retain some in the Naval Reserve
and lose others. The unit of snalysis is the individual Naval
reservist. Although it is possible to compare groups such as Reserve
Units or Keserve Centers, such an approach often results {n what is
called an ecological fallacy (Robinson, 1950).

The fallacy lies in the inappropriate transfer of group charac~
terigtics to the individuals who make up that group. Statistics
based on aggregate data such as Gross Retention or Net Retention
Rates are useful managerial tools, but they do not describe individual
behavior. 1The present survey design avoids the pitfalls assoclated
with group-level analysis because it is possible to associate directly
an individual's response to one guestion (i.e. intention to stay
in the Naval Reserve), with his response to various other questions
(i.e. job satisfaction). We are interested in the problem of retention
in the entire Naval Reserve, but in this studyv the theoretical

population is comprised of the reservists in Readiness Command
Region SEVEN.

Figure 1.1 outlines a Generic Retention Model. It 1is essentfally
a frame of reterence designed to focus on those areas which provide
a poasible explanation for retention. An exhaustive test of all the

components of the model is bevond the scope of this preliwmd

iminary
report. However, such an analysis ~i1ll be conducted in the future.

This repert will be limited to a bivariate analysis showing the
relationships among selected variables and the intention to reenlist.
The model suggestythose observable characteristics, attitudes or
values which are important., Within each of these areas of interest,
several concepts may be formulated such as age, sex, income or
education. It is our conjecture that individuals who differ in

these properties will behave differently. If these generalizations
are supported by ewmpirical investigation, then we have an explanation
of that behavior. According to Fred N. Kerlinger, a theory is simply,
"a set of interrelated concepts, definitions, and propositions that
presents a systematic view of phenomuna bv specifving relationships
among variables, with the purpose of explaining and predicting the
phenomena.' (Kerlinger, 1973, p. 9). The behavior we are interested

in here is related to the decision to continue participating in the
Naval Reserve.

As seen 1n Figure 1.1, this study focuses on several major
theoretical approaches: Job Satisfaction, Equity, Eapectancy,
Iustrumentality, Role, Socialization, and Socioeconomic Theorv. This
broad-based gystems approach provides an umbrella for various
investigations. The major dependent variable 1is retentiocn defined
in terms of the decision to continue participating in the U. S.
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S Naval Reserve. Although there are many different indicators of retention,
o in this study it is conceptualized as both psychological and behavioral.
First, it is the intention to rcenlist or extend, and second it is the
i act of reenlisting or extending., One interesting aspect of this study is
REd : to see what correlation exiats between intention and actual behavior. In
the preliminary reports, however, we will be concerned with intention,

since six to twelve months will be required to collect the data on
actual losses,

Models of Man*

In explaining retention, the direction one takes depends to a rather
large degree on one's assumptions about the nature of man. Figure 1.2
indicates that there are many 'models of Man." (Porter, 1975, p. 32).
Although Herbert Simon (1977) thinks differently, it cannot be assumed
that man 18 an crganism little different from a computer. The emotional 5
side to Man's life is equally as important as the rational. Although
thoughtful men have always known this, modern scholars since the time of
Freud have emphasized that men are {requently controlled by their emotions.
Behaviorists auch as B, F. Skinner insist that regardless of this
emotional aspect of Man, his behavior can best be understood in stimulus-
response terma; whereas, phenomenologists insist that we must somehow get
inside the head of the person because that 13 where the determinants of
his behavior reside. (Porter, 1975, p. 33). Other scholars have concep-
tualized Man in purely economic terms. An excellent example of one such
intellectual was Karl Marx. Others of a more humaniatic tradition, such
N as McClelland and Maslow, conclude that Man cannot '~ adequately described
% 6olely in economic or physiological terms. Inetead, in an almost

Aristotelian way, they believe that man 18 concerned with self-actualization.
(Porter, 1975, p. 35).

% ,/”/’//‘\\\\\ Rational g T~
4 . - Economic Phenomenalogica)l -

Behavioral P \\\\\\\\> Self~Actualizing —
_ /"
N Pl Emotional \//,/"”/,

i Figure 1.2 Models of Man
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*The authors are not ingensitive nor umsympathctic to the prablems
of sexual bilas in American asocfety generally in the Naval Reserve
particularly; however, the short comings of the English lanpuage in not
providing wore neutral words te refer to both sexes cannot be resolved
in this paper. Therefore, wherever one reads the word "man' or its

der{vatives; the work 1s intended to apply to both men and women equally.
It {4 used here as a generfc concept.
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In this paper we do not come down firmly in support of any one of
these models of Man. At one time or another a man may behave rationally,
and at other times he may behave emotionally. Thucydidea, the great
Greek historian, noted in his Hiatory of the Peloponnesian War that
decinlions based on "reason'" are sound and lead to actions which enhance
the individual or the state; whereas, decisions based on "passion" lead
to disaster. Although in this paper we agree with Herbert Simon (1945)
that Man is capable of making rational deci{sions, there is also a strong
bias for those generalizatioi.sa based on the view that what goea on in
ore's head is extremely important in understanding decision making. We
are intereated in how reservists subjectively evaluate their situation.
It is assumed that men arec so constituted that they seek to engage in
activities that are not only cconomically beneficial bur are also concerned
with more idealistic matters such as public service. Yet, the major
assumption is that men seek to maximize their own self interest, however
conceived. It 1s basically a rational utilitarian approach as presented
by Chester Barnard (1940).

If decisions are made by rational minds, we can assume that men try
to maximize their values (Downs, 1957) or fulfill their life plans for
themselves with as little waste and as much efficlency as their
knowledge of the situatjon permits. Naturally, such a person must be
able to make a decision when counfronted with alternatives. He muat be
able to rank the alternatives In a priority order that is transitive,
and he must choose the alternative which he feels is most likely to
advance his interest. There may be times when altruism takes precedence
over self-interest, but however important these particular decisions
may be, they are rare. Most people, most of the time, will attempt
to engage in rational, comprehensive decisiou-making concerning
activities which are thought to be beneficial to them personally and/or
to their families (Allison, 1971, p. 29).

To provide an explanation of the decision to reenlist or extend in
the Naval Reserve, an examinatifon of the literature will be helpful.




Review of Previous Research

{

This study presents an attempt to synthesize several major i RE
-theorctical approaches to the question of why individuals either : '%?“
‘remain with or leave organizations. This synthesis 1s accomplished E
via the processes of general system theory and systems analysis as F
discussed by Easton (1965), Ackoff (1960) and Bertalanffy (1950). As =]
Garson (1966, p. 63) puts it, thig approach ". . . emphasize(s) (the) B
analysis of whole systems and the danger of seeking to understand 3
system elements in isclation from research concerning their relation EE
to each other system element and the dynamic of the gyatem itself.," S =

Previous to 1973, the vast bulk of research concerning job
attrition and/or employee turnover rates (retention) concentrated on )
bivariate analyses of specific problem areas. These areas included ' £
such items as pay, status, comfort, satisfaction, social background,
and reward equity. Mobley, et al. (1978) provides an excellent
review of this literature. However, as Mobley, et al. (p. 50) points
out, the process of attempting to explain retention in terms of a
single contributing factor (bivariate analysis) was only successful
in explaining between 5 percent - 10 percent of the variance. In other
words, the problem of retention remained 90 percent unexplained.

More recent research such as Porter and Steers (1973) and Price
(1977) empirically affirmed the intuitively obvious understanding
that many factors contribute to an individual's decision to leave an
organization. The task now becomes that of selecting and appropriately

Rt e Bt

combining those elements (sub-systems) which in toto, define the
retention decision system.

As Garson states:

Thus systems analysis may be most useful at a late stage 5 3
in research when one may wish to present one's findings under
a comprehensive theoretical 'umbrella' broadly accepted by
American political scientists. 1In the earlier stages of
theory construction, however, the researcher may find it
more fruitful to avoid frameworks at this level of generality
in favor of comparing and synthesizing less inclusive but
far stronger theories in relation to empirical evidence. (Gavson, p. 66)

We agree with the caveat of avn{ding systems aualysis at the sub-
system level (Garson's "earlier stages'), preferring to use systems
theory as a unifying construct giving overall coherence to the
research model. We will, therefore, initially analyze each major
portion of the generic system model (Figurell) independently, !i
utilizing the central theme of the sub-system in question as the I
criterion by applying various non-parametric statistical procedures. Ef
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The methodology of causal analysis will subsequently be utilized to
establish the relative importance of ecach factor within the generic
-model {n accordance with general systems theory. A number of other
analytic techaniques such as factor analysis, multiple regression and
discriminant analysis will be uaed in future reports.

tach major sub-system of the generic model represents an established
theory of individual behavior in organizationa. Prior to operation=
alizing the varlous sub-systems, it 18 necessary to discuss these
various theorfes in order to arrive at an understanding of their relative
conceptual importance {n our rescarch, The theories under conslderation

are:

1. Expectancy Theory
2. Equity Theory

3. Satiafaction Theory

4. Role Theory

5. Soclallzation Theory
In addition to the above, a discussion of Herzberg's Two Factor Theory,
Maslow's Need Hierarchy Theory and other supporting research are included
although they are not specifically ifdentiffed in the generic model.
This should be done because the 1deas present in these theorles have

nurtured and given form to the topics specifically {dentified above.

Maslow's Nlevarchy of Needs

Abraham Maslow (Maslow, 1943}, in a majer fnnovative research effort,
posited a unique developmentul paradigm of humaea nature. This paradigm
defined human nature as bed o comprised of two theories: innate needs
and perceptual or leatued ooods. A discussion of acquired needs {s not

germane at this pelnt.  However, research concerning inmate needs is
central Lo vur present effort.

Maslow propoded a hierarchicul taxonomy of needs, the progressive
fulfillment of which defines an {ndividual's motivation and total
developmental pattern. Thiv taxonomy {8 {1lustrated in figure 1.3 and {sa
prepotent, that s to say, more basic needs must be fulfilled prior to
the attalument of higher-order needs.

The first and most hasic needs are of a physfoloplical nature such
as tood, water, steep, and shelter,  "Freedom, love, community feeling,
respect, philosophy, mav all be waved aslde as ---uscless, since they
full to £111 the stomach”™  (Maslow, 1970, p. 37).
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- MOT1VATORS

Self-Actualizarion

)
|

Esteem

Social
(Affiliation)

Safety
(Security)

l
I
|
thaiolosicel HYGIENE FACTORS <—"

Figure 1.3 The relationships between the motivation~-hygiene theory and
Maslow's hierarchy of needs

Source: Hershy & Blanchard, Management of Organizational Behavior,
(Englewood Cliffs, N, J.: Prentice-Hall, 1977) p. 67.
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Next in the hierarchy is safety whicli includes such concepts as
security, protection, law, and froedom from {ear. Life experienced
exclusnively at thia level can be likened to what philosopher Thowmas

... "Hobbs termed the "State of Naturce.'" Here, the environment is one of

total warfare and life {8 "nasty, brutish and short" (Hobbs, 1905 ed.)

Since freedom without order 1s null, even oppressive dictatorship 1s
preferable to chaos.

Thicd in order of precedence (8 the level which includes the
need for love and belonging. The individual is motivated by peer group
pressures and derives gratification from belunging to a clone-kalt
organization. In general, the wore strongly that deprivation 1s
experietced at this level, the more extreme the group is likely to be.

The more radical anti-war groups of the 1960's are representative
(Kentston, 1968).

The next highest leve! of the hierarchy [s that of self-esteem.
Maslow distinguishes between two varleties of this need (Maslow, 1970);
an individual's view of oneself, and the individual's perception of
how others view him., At this poilnt, nceds are concentrated around
competence, independence, and mastery on the one hand and fame, glory,
recognition, and appreciation on the other. FExistence at this level
is defined in terms of self-identity and self-respect. '"The fndividual
attains se)f-estecem by making decisions and bearing thelr consequences,'
(Van Dalen and Zeigler, 1977, p. 34).

Individuals who pousess a high degree of self-estecm are motivated
by a desire for development and growth which emerges fully in self-
actuaiization. At this level, one 18 successful {n developing
perasonal talents and skills to the greatest extent possible. A self-
actualized person {8 future~vriented and goal-ditvected; he posseeses
a srrong, resilient personality, a concern for humanity, and a
totally realistic self-concept. It ia because of this cadre of
enlightened individuals that democratic societies are able to function
and endure.

Hicrvavchical Development and Pavticipatfon:  Kohlberg and Converse

Kohlberg

Using an approach similar to Maslow, lawrence Kohlberg (1969)
postulated a sequential theory of human growth ranging from paln
avoidance at the lowest level to abstract ethical principles at the
highest.

At stage one, the Indlvidual is totally concerned with avoiding
punishment by another {ndividaat who has power over him.  Thia pain-
induced obedlence orientation has heen exemplifisd by the (German
concentration camp evxperiences of World War 11 (Wrightsman, 1972).
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The second stage curresponds to Maslow's mecond level of safety B
; and security. At this level, individuals attempt to maximize short-
E range advantages in a totally materialistic fashion. Banfield (1958)
E : has termed this type of existence "amoral familism'' wherein people do

not and are not expected to participate in any extended organizational
-activity.

RN

Nl
Lk

3 Existence at the third level is characterized by "conformity

E : to stereotypical images of what is majority or 'matural' behavior"

- (Kohlberg, 1968, pg. 26). As with Maslow's "love and belonging'
stage, peer group pressure is the norm here. Moral judgment ie reduced
to that of group concensus,

B

Stage four 18 an extension of the parameters of stage tbree, :
including conformity with the norms of society as a whole. Individuals
at this level are primarily concerned with the maintenance of the existing 5
social order, carrying out one's "duty'", respect for authority, and ]
conserving the status quo. Here, organizational change results in anxiety
and resistance to innovation,

At stage five, individual moral consciousness is expanded from s
automatic acceptance of historfcal absolutes to a consideraticn of
subjective values underlying societal mores. In Kohlberg's words,
"There is an emphasis upon change in terms of rational consideration
of social utility rather than freezing it (values) in terms of 'law
and order'. (Kohlberg, 1968, p. 26). This is the hest exemplified by

3 the writers of the Constitution.

The criterion for stage six is individual determination of
moral principle. These principles are abstract and are universal in
terms of human dignity and justice. Human activity is judged from a
"numenological” perspective (Kant, 1945), and is subjected the most
rigorous ethical guidelines. Existence at this stage borders on the
metaphysical.

!
Converse !
Similar research has heen conducted by Philip Converse (1964), !
- dealing with levels of cc.uceptualization. Five such levels emerged.
!
The topmost level includes individuals who utilize abstrect mental {
constructs as measuring devices over time. These constructs are

organized along a liberal - conservative continuum. Such individuals
B are given the term 'ideologue’.

. The second level is labeled "near - ideologue" and is very similar
to the firat level. However, ideolcgical yardsticks are used with less
¥ consistency.

] 16




The third level contalns ndividuals who base decisions on group
preference. This 13 very similur tc both Maslow'a "love and belonging'
stage and Kohlberg's "stercotype'" level of normal growth.

The fourth level is chavacterized by individuals who are
generally aware of national issues, but possess llttle concern for
particular policy issues.

The final level includes these individuals who conceptualize
existentially. 1t is characterized by a high degree of ignorance

concerning any factors other than those which relate to personal survival
and gratification of desires.

Converse's tindings are significant because they are based on a
natfonal semple while Maslow and Kohlberg were restricted in their
regearch tuv much smaller populations. 1t is {mportant to note that

Converse empirlcally vulidated the esseusc of Maslow's and Koblberg's
conclusions,

An analysis of Converse ylelds the folloving information:

el

1. only 2.5% ot the population can be terwnd "ideologue."

s

2. The majority of the population (42%) resldes in the thivd
or group preference level,

3. fhe two lowest levelo contailn more than four times as many
individuals as du the two wmost sophisticated levels.
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A mere recent national survey conducted by Nie, Verba, and
Petrocik (1976) found that while the proportion of the population
which could be classtficd "tdeologue” had visen to 6.9%, there was
no change (n the lowest two levels,

T

Herzberg's Two Pactor Theory

A S———————

Frodrick Herzbevg,

in a comprehenslve wuolysis of wors motivation,
concluded that tondividuals possess two categorfes of human needs chat g
are basically independent of cach other (Herzberg, et al., 1959). £l
Sattsfying factars such as achlievement, recognition, and responsibility F
1 are labeled "motivatora’ or "aatlsfiers,” on the other hand, &
frastrating factors such as company policies, working conditions, %
i money, and status are labeled "hyplenes” or "dissatisficrs.” E
3 Motivators atfect fudividuals {n an Increasingly positive fashion E
commending from g conditton of fnditfecrence, and hvgienes independently é
work in an fncceastingly nepattve direction commencing from the same "
fuditference peint. As Hustrated by tigure 14, varfous tactors i
fopact oa au fadividuat's mottvatlon (either posltively or negatively) 2
deparately 1n contrast to Mastow's research which postited o hierarchical, ‘ &
b 3
£
i3
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'3
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sequential ordering. As explained by Hersey and Blanchard (1977):
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Hygiene needs, when satisfied, tend to eliminate
dissatisfaction and work restriction but do little to
motivate an individual to superior performance or increased
capacity. Satisfaction of the motivators, however, will
permit an individual to grow and develop in a mature way,
often implementing an Iincrease in ability. Herzberg
encourages management to design into the wark env!ronment
an opportunity to satisfy the motivators. (p. 69)
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Dissatisfaction occurs only when the negative tendencies contained
within the hygienes are present, However, by removing them, indifference
rather than satisfaction will result. The gsame is true for motivators

and satisfaction. Job satisfaction is therefore interpreted as a two-
dimensional construct; hence, '"Two-Factor Thecry."

NI

Because of the similarities between Herzberg and Maslow, it is
sometimes convenient to merge the two theories. Maslow identifies needs

and motives, and Herzberg provides an insight into goals and incentives,
Figure 1.3 illustrates this relationship.

[ R S HEIP S P G e

A number of writers have criticized Herzberg on both substantive
(Bwen, 1964; Graen, 1969; Hulin & Smith, 1965) and methodological
(Burke, 1966; Vroom, 1964; House & Wigdor, 1967) grounds. As stated
by Dunnette, Campbell & Hakel (1967, p. 387), "The two-factor theory 1s
an oversimplification of the relationships between motivation and
satisfaction.”" It has been labeled "ambiguous' (Linsav, et al.,
1967) and "inconsistent"” (King, 1970). The moat significant criticism,
however, is that Herzberg fails to recognize that individuals differ in
terms of their preferences for various reinforcers in jobs (Weilss, 1969).
This is a serious weskness. It is readily apparent that individuals do
differ in terms of aptitudes, interests, and needs. Since no mechanism
is built into either Maslow's hierarchy or Herzberg's theory to L
address individual differences, it becomes nccessary to investigate .
those models of human behavior which do aspecify the individual as the ;
unit of analvsis. This 18 not to say that the foregoing is without i
value; the topics addressed by Maslow and Herzberg are germane to i
all behavioral research as general frameworks of reference,

-
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Expecrancy Theory :

Expectancy or instrumentality theory addresses a number of variables s
which impact motivation to work. 1t is an attempt to explain those )
factors which affect an individual's choice among alternative actions or
behavior patterns. It is based on the assumption that individuals
attempt to maximize positive outcomea (utility) when faced with work
alternatives. Of all the theories discussed in this analysis, it is tH
perhaps the most promising theory of work motivation. However, it's -
development thus far in the llterature has led to conflict with equity

19
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considerations which will be discussed in the next section. Briefly,

utility maximization can result in overpayment fnequity which possibly
would be dissatisfying. This potentful conflict further identifies the :
need for a generalized, multi-varicte model of decision making. 4

The first major development o1 expectancy theory was accomplished
by Vroom (1964). He began with the basic assumption that individuals
order their preferences. These prefe:ences (outcomes) possess degrees
of attraction varying from negative (-1) through indifference (Q) to R 8
positive (+1). Vroom terms this attraction "valence", This should be )
anticipated satisfaction and value is realized satisfaction.

The second facter in Vroom's analysis is 'instrumentalitv.” In order
to understand this term, it is necessary to revise the concept of
"outcome." Galbraith and Cumnings (1967) suggested using "first' and
""second" level outcomes. First-level outcomes are basically organizational
goals such as efficiency. Graen (1969) further modified the first
level to include attaining & work role or becoming a job holder. Second-
level outcomes are individual goals such as intrinsic and extrinsic
rewards (pay, status, etc.). Instrumentality, then, is defined as the
likelihood that a first-level outcome will lead to a particular secoend-
level outcome, it's value ranges from -1 indicating certainty that a
second~level outcome will not be attained, to +1 which indicates i
certainty that it will be attalned. In effect, instrumentality becomes
the correlation between the first- and second-level outcomes.

According to Vroom (1964), job satisfaction can be defined as an
individual’s perception of the relationship of a work situation's
valence and instrumentality. It is the sum of all specific valence X
instrumentality products which define the situation.

-

The third factor in Vroom's analysis is "expectancy" which is
defined in probabilistic terms. It i3 the subjective, perceived
probability that an action will lead to a specific first-level outcome.
It's value ranges from 0 to +1.

PRpRNSY

The fourth factor 1e "force" which is a measure of an individual's
motivation to attempt & work task. It 1s the sum of all specific
valence X expectancy products which gurround the task and can be
considered to be the amount of effort which an individwual will put forth
in attempting a task.

e s 1. A

In Vroom's terms, an individual will evaluate his participation in
an organization by msking a series of judgments: (1) What rewards can
the organization provide? (2) How valuable are these rewards? (3) What
degree of certainty is therec between organizational participation and
receiving rewards? (4) How much effort will be required? (5) What is
the probability that individual participation will "make a difference"
in furthering the organization's goals?




Lawler and Porter (1967a, 1967b) significantly advanced expectancy .
theory by enlarging upon Vroom's work and modifying it to more & .
explicity address motivation and performance. They combined the concepts !
of expectancy and instrumentality (eliminating first- and second-level
outcomes) to form a variable termed "effort-rewsrds probabilitv." This
1s defined a&s the subjective expectancyg that certain amounts of effort
will yleld certain desired rewards. Thus, as reward value increases
and a8 the relationship between effort and reward strengthens, the
greater will be the effort expended in a given work situation.

i
Ju s

Also included in this model are the variables of ability and 13
role perception which intervene between effort and performance. Ability =
is a measure of an individual's basic suitability for the task and is a 3
fundamental characteristic of the individual. Role perception is a
subjective self-evaluation by an individual relating to the types of 3
activity which the individual determines to be appropriate and
necessary to accomplish the task.

Lawler and Porter (1967b) also introduce a differentiation between
"extrinsic" and "intrinsic" rewards. Extrinsic rewards are tangible
items such as pay and promotion, and intrinsic rewards are intangible
items such as feelings of accomplishment and self-esteem. They found
that performance is more directly related to intangible rewards and
that satisfaction is dependent upon receiving a fair distribution of
these rewards.

The

The significant difference between Vroom's model and Lawler and
Porter lies in the manner in which satisfaction is treated. For
Vroom, satisfaction is a future event; it is concerned with expected i
fulfillment. For Lawler and Porter, satisfaction is dependent on past * .
events (Porter and Lawler, 1968} and the subjective fairness of the £
reward distributions resulting from them. This is important to the Li
present study, The proposed general modei allows for the interplay of =
both past and future events. § -3

Equity Theory

-l -

As discussed by Tuttle and Hazel (1974, p. 11), "the basic i3
ascumption of equity theory is that individuals have an expectation '3
of a 'fair' or 'equitable' rewards level which they should receive i
from a social exchange. To the extent Lhat this equitable level is %L
not met by the actual rewards, feelings of inequity are generated." :
Inequity is assumed to be unpleasant, it 1s also assumed that attempts :
are made by individuals to reduce 1t. Although several approaches to .
this topic have been made (Adams, 1963; Homans, 1961), we will follow E
Tuttle and Hazel (1974) in using Adams (1963) for the present E
discussion.

According to Adams, sucial (work) exchanges are composed of
inputs and outcomes, Inputs are those attributes such as ability and
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motivation which are brought to the exchange, and outcowes are the
individual's return on the exchange. These outcomes can be positive
(pay, status) or negative (monotony, injury) and they must have
marginal utility to the individual. They must also be perceived by the
individual as outcomes.

Inequity is a relative phenomenon. 1t exists in relation to
the social comparison of the inputs and outcomes of other individuals.
From this comparison, the individual develops subjective expectations
of fairness in the exchange process. It is also a composite measure
in that there are many basic exchanges in any complex decision to
join or remain with an organization. In general terms, the value of
all inputs must be perceived to equal the value of all outcomes in
order for a state of equity to exist.

Since inequity is assumed to be unpleasant, Adams (19b5) descr'bes
six possible methods avallable to individuals in their attempts to
reduce 1t. (1) He may raise or lower his inputs, (2) He may attempt to
change his outcomes (union activity), (3) He may cognitively distort
the value of inputs and outcomes as discussed by Festinger (1957),

(4) He may quit, (5) He may sabotage the people with whom he is
being compared, or (6) He may change the object of comparison.

It is interesting to note that inequity can result from bcth
overpayment and underpayment. Also, Pritchard (1969) suggested that
an individual can serve as his own object of comparison. Feelings
of low self-esteem and psychological alienation can arise from a
perceived inability to live up tc one's internal standards. Similarly,
feelings of anomie can be triggered by a sense of being "different" or
“better” than one's associates because of belng overcompensated.

Satisfaction Theory

Many studies of job satisfaction have indicsted a strong negative
relationship between overall satisfaction and retention. These
gtudies include Mang{one (1973), Mareah and Mannari (1977), and Moblev,
et al, (1978). A significant exception to these findings is Koch &
Steers (1978) who found that the relationship was statistlicalily
insignificant. Of particular interest in the military setting is a
study by Graen & Ginsburgh (1977) in which satisfaction with leadership
was strongly correlated with retention, The satisfaction dimension
was identified as the quality of leader-member exchanges.

Our research follows the lead of Smith, et al. (1969) whe address
job satisfaction in terms of multiple satisfactions related to "feelings
or affective responses to facets of the situation” (Smith et al.,

1969, p. 6). As quoted in Tuttle & Hazel (1974), Smith et al. describe
satisfaction us follows:
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We hypothesize that these feelings are assoclated with

a perceived difference between what 18 expected 48 a

fair and reasonable return (or, when the evaluation of
future prospects is involved, what is aspired to) and

what is experienced, in relation to the alternatives
available in a given situation. Their relation to behavior
dependa ypon the way in which the individual expects that -
form of behavior to help him achieve the goals he has =
accepted (Smith et al., 1969, p. 6). 1;

i
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We focus on satisfaction in a similar manner to that addressed
by Smith et al. and Tuttle & Hazel. This strategy is summarized as
follows:

P

M

1. An adequate model of satisfaction must take into account
interactive efrects among variables.

2. Relationships between satisfaction and overt behavior vary
from situvation to situation.

3. Relationships between satisfaction and behavior cannot be
reasonably expected unless the behavior can be considered to
be an appropriate means of expressing satisfaction and
dissatisfaction.

4. The manner in which questions are asked affects the time
perspective of the respondent, and therefore affects the
alternatives he considers.

i i1 S 3

5. "Satisfaction is a product of other variables, and it may
Oor may not serve as a cause in itself (Smith et al., 1969,
p. 162)." :

6. There may be a relationship between satisfaction and behavior
since the same variables producing the satisfaction might also
produce the behavior, or changes in behavior may act to change
the gituation and, therefore, satisfaction. i

7. The relationship between satisfaction and performance will
vary depending on the aspect of the job being studied.

8. The importance of each aspect of the job situation influences
the individual's feeling of satisfaction. Importance 1is
considered to be a function of the discrepancy between the ;
existing situation and the &lternatives available, :

[R——

.

9. Llegitimacy, the group norms defining the legitimate require-
ments for a job for a specified group, influence the acceptance
of a task and the attitude toward it.

23
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10, "1t is, therefove, the Interrelationships of objeceive factors
of the job, of individusl capacities and experience, of
alternatives avallable In the company aud the community, and
of the valucs of the i{ndividual, that can be expected to
predict satisfaction and performance (Smith et al., 1969,

p.- 165)."

Role Theory

Role refers to the set of behavior patterns ascribed by socicety
to ind{viduals occupying positions. A role is the expected behavior
associated a normative culeural pattern. According to Newcomb (1952),
Parsong (1951), and Lieberman (1977), a fundameatal postulate of role
theory 1a that an individual's attitudes are influenced by the role
whiich that person occuptes tn a soctal system.  However, this must be
viewed multi-dimensfonally due to the tact that fndividuals play
several roles concurrently because of the complex nature of modern
goclety. Each role has certain rights and duties assoclated with lle
particular position held, and at time: these voles may conflict.

Loufs A, Zurcher, Jr. (1965, 1968, 1977) has difterentiated the
variour roles which individuals assume in terms of "dominant"” role
and "ephemeral" role. He further disaggregates the dominant role
{nto two categories: operating dominant roles which are those roles
currently being enacted, and model dominant roles which are ecither
previously abandoned roles or ideal, potential roles. He discusses
ephemergl roles as "temporary or ancillary position-related behavior
patterns chosen by the enactor to satisfy individual needs foncompletely
satisfied by the more dominant roles." (Zurcher, 1977, p. 753).

In the present study, one's posftion with the Naval Reserve s
defined as oan ephermeral role.  Following Zurcher (1977), the purposc
of this {s to examine the fmpact of conflict between dominant (civilian)
roles and thc Naval Reserve (ephemeral) role. It 18 posited that
civiltan (domlunant) role satisfaction s correlated with Naval Reserve
(vphemeral) role satisfaction and that this relationsidp s a predictor
of retention.

Lieberman (1977) dilucussed the distinction between
the effects of roles on people's attitudes and the effect of roles on
thedr actions.  This {s {mportant to the preseant study because we
are addresaing the relattonahdp between the fntenrtfon to reenlist
(attitude) and the fact of reenlistment (action). Since actions arve
overt and directly obscervable, a person who faila to behave 1o ways
appropriate to his role can be fdentiffed and counseled

Attitudes, however, arce not overt. Although a person mav behave
in such a way as to reveal his attitudes, more often his belhavior i«
e protection against such revelations., T we assname o need for people
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to have attitudes that are internally conslstent with their actions,
a4 change in attitude will enable a role cccupant to make a rational
change in his actions. Hownrver, actions are antecedant to attitudes
and must therefore be addressod via att{tudinal modifications.

Lieberman (1977) found that attitudes arce influenced by roles.
Therefore, the intention to rveenlist (attitude) muat be addreased
not ounly {p terms of ephemeral role satistfact{on, but additionally
from an understanding of the role position of the {ndividual in the
Naval Reserve. Conasistent changes in attitudes have been found when
role positions ave modificd so as to provide such {tems as increased
leadership capability and {ucreased work responsibility (Licberman,
1977, p. 171; Stouffer, et al., 1949).

As the generic model (Figure 1.1) {llustratea, a synthesis of
these role factors provides apersonality base line from which expectancy

can be addressed.

Retention 1In the Active-Duty Navy

Before examining attrition {n the Reserves, it would be beneficial
to review some of the reported ditffcuities in retaintiag personuel
in the active-duty Navy. Most articles on retention are descriprive
eanays relying on the ins{ghts of fndividuals to penetrate beneath
the surface, to evaluate the situation, and to recommend solutions.
Recent articles in the U. §. Naval Inatitute Proceedings cover the
water front including discussions of the surface Navy, aviation
activities, and submarine forces. The titles of some of these ensays
give one an impression of their concerns-- for example, "The Frustration
Factor,"; "The Effect of Sva Pay on Retention,"; "The Quiet Criais 1n
The Silent Service,” and "A Solutlon to Retentfon: The Open~-Eunded

Fulistmont."

These articles merit close attention for two reasoms., One, they
reflect the {deas and attitudes of avticulate and thoughtful Navy men
who are willing to shure their {unsfghts into the problem of retention;
and two, these cssays selected hy the editors of the U. 8. Naval
Institute Procecdings ave an [ndfeatfon of what the Navy consfders
ser{ous problem arcas 1in manning, More importantly, these avticies
demonstrate a4 willingness to confront the retention problems directly
evenr {1 this subjective approach provides 1{ttle empiri{cal {uformation
upon which to base a retentfon policy.

LTIG F. G.o Denpler, in discussing retention {n the surtace Navy
says, "Fvery sepatatton 18 o silent refectfon of a syatem that gecms
not to hear too well the gquestions nor conntder too lTong the answer,”
(Dengler, 1971, po 34). "Well-cducated voung men, tearted {noa culture
that encourages vocal advocacy of indtvidual rights, are fmpaticnt and
mystified by aun organfzatfon that tolerates poorly ecquipped ships,
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senscless drills on task that the ships clearly aren't capable of
fulfilling, inadequate technical training and lack of knowledge of the
enemies' capabilities by the men who man these ahips.”" (Dengler, 1971,
p. 36). '"They leave because they do not know whether they are a
vibrant part of ouv defense force or run-of-the-mill officers manning

an antiquated patrole force of militarily inconsequential ships.”
(Dengler, 1971).

"Obvinusly the Navy is not providing the sort of environment in
which today's young man wants to pursue as a carcer,' (Harris, 1971,
p. 30)., LT Malcolm S. Harris says the military seems to be far from
the main stream of American life. Young people who have only recently
come from colleges and universities wherc they were encouraged to
question, to analyze, to remain open and to be creative, find themselves
in a cloistered, insular, isolated world where like-minded people
almost uniformly identify their conservative political opinions with
patriotism. "The young officer sees a career pitch which emphasizes
retirement plans, fringe benefits, and other aspects of a womb-like
security rather than a well-reasoned delinecation of the Navy's oppor-
tunities and future relevance.'" (Harris, 1971, p. 31). What the Navy
should emphasize, according to LT Harris, is the challenge of command
at sea, the fantastic regponsibilities of being on 00D underway, the
chance to serve one's country, and the excitement of forelgn travel,
The older people who are concerned with payv and benefits, make an appeni
based on their status in life, forgetting that the young 'guys' are
somewhere else. Instead of the dreary benefit pitch, what we need is
4 new professionalism rooted in public service and individual
achievement. (Harris, 1971, p. 31).

In an article on reteation of Naval aviators, CAPT James E.
Williams, points out that a 1966 Pilot Retention Study showed that
"deprivation of family life" was the number one reason why most alrmen
left the Navy during the previous five years; and a second survey of
pilots still on active dety indicated that the factor which would most
influence them to remain in uniform would be "more time at home."
(Willieme, 1972, p. 50). 1t has long been the conviction of CAPT Robert
W, Dickieson that "The retention rate of Navy men would go up signifi-
cantly, if we pald more attention to the manner in which the familics
of our gallors are gtreated.'" (Dickieson, 09, p. 140). Yet the Navy
in trying to soften the legitimate difficulties of the "brown-baggers"
raises questions of discrimination against the young single sailors,
Most of the "benefits" that ere {mportant to Lhe older men and his
family arc uniwportant to young single peoples The Commissary 1=
useless, the LExchange offers 1ittle, and given the rigorous physlcal
requirements to get fnto the Navy, the Medical/Dental services ave seon
as another example of someone else's benefits - mostly dependents.
(Harris, 1971, p. 26).
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There secems to be wide agreement that pay alone ia not the anawer
to the Navy's retention problem. Despite raising pay rates, rétention
is declining. (Harris, 1971, p. 26). However, CDR O. H. Gress, points
out that it f{s imperative that the Navy provide just compensation for
-work done. The retention problems of the Army and Air Porce, for
example, cannot be justly equated with those of the Navy. Special
rewards are needed for going to sea. (Gress, 1973, p. 117, 118).

Joun Roger Fredland wonders, "How to keep the junior officers and
enlisted men in uniform now that they have seeun the great soclety."
(p. 44). In a basically hedonistic culture, with built in full employment
he feels that pay equivalence is not enough to overcome the tedium of
barracks (shipboard 1ife), physical discomfort and grubbiness,
protracted separations from family, unexpected changes of orders that
disrupt family life, trequent unsatisfactory housing and often being
viewed by the civilian population as second-class citizen. The
critical variable is to build pride in uniform and internal esprit de corps,
but it is also necessary to improve the material well bdeing of the
average sailor by providing private rooms, good cafeteries, a 32-hour
wvork week, liberal leave and liberty policies, military sabbaticals and
leuves of absence for as long as three or four years. (Fredland, 1970,
p. 44~47).

Not everyone is convinced that these benefits are necessary to
maintain high retention. CDR F, B. Shemanski provides a chronicle of
the trials and tribulations of building a team that was able to endure
8 long eleventh-month deployment off the coust of Vietnam. In spite of
bad weather, poor equipment and other adversities, he was able to develop
a capable closely-knit crew, After the ship finally returned to California,
the team was decimated by what he considered to be callous enlisted
detailors who reassigned the men to other ships which were soon to go on
other long deployments. The result was that his retention rate dropped
from 8 high of 85 percent to a low of 20 percent. The men who were not
transferred wanted to get out because they said they were afraid that what
happened to their former shipmates would scon happen to ti,em., (Shemanski,
1971, p. 29).

According to CDR Shemanski:

"No amount of money, no increase in pay, no mushrooming of
four bedroom, two bath, modern housing units; no plethora
of gleaming commissaries and free parental care will compensate
for the frustration factor when 1t {nsidiously infiltrates
itself into the gonl of a man or a ship, If we don't stop
outraging our ycung men (by senseless assignments, broken
career patters, long tours at sea in the same job and a constant
shattering of personnel system) as a routine matter of course,
regardless of the financial structures thac lead us to these
regrettable actions, we will have nothing but admirals, captains
and boot seamen draftees to run the superb new ships . . .
competent as the aging captains may be, they won't make it out
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of the harbor entrance, much leas be able to face an implacable
enemy with any efficiency or expertise {n the practice of war.
Except for the Nuclear deterrent . . . the rest of our fleet

is as unready as a paper fleet manned by statiatics and as
vulnerable as a congeries of soap bubbles, mostly for the lack
of experienced wen, and mostly because of the frustration
factor." (Shemanski, 1970, p. 32).

There seems to be gencral agreement that what the Navy needs is
"leadership - men who are not afraid to stick out their necks and
stake their careers on needed reforma." (Thamm, 1971, p. 31). What {s
misaing is "the lack of individuals to assume total responsibility for
thore serving under them.” What we have today are "politicianr-iu-
uniform” who have been advanced because they recognire that 1t (s more
important to be "diplomatic,” "acceptable," and "dependable' than
"effective." They have forgotten the virtues of "self-sacrifice,”
"humility," and "comm{tment." Is 1t anv wonder that historteally the
leaders in war have come to prominance as a result of deep selections,
(Mclntesh, 1971, p. 59«63).

In concluding his alwost Nietzchen-like call for strong leadership,
CAPT Mcintosh offers a creed tor Naval officers:

1. I Shall weigh my every action against its ultimate clfects on
each man and officer {n my command.

2. 1 shall not hesitate to risk or sacrifice my personal welfave
in order to gafn the well-being of those contrusted to me to
lead.

3. 1 shall lead my immediate subordinates, not command them
impersounaly, and 1 shell demand that those subordinates in
turn lead thefr own subordinates.

4. T shall never forget that 1 owe to cach avhordinate an amount
greater than that individual owes to ne.

5. 1 wshall bear dindividual vesponstbility for cach person wuler me

6. 1 shall realize that no one must believe mv words but that all
will bellcve my actions, (Mclntosh, 1971, p. 03).

CDR Arthur M. Osborne also reasons that the moat fmportant ¢lement

in the retentfon effort s the personaltey of the Commanding Ot ficer and

his ability to inapive patrviotism, provide a challenge, develop a feeling
of veaponsibility, and make serving on his ship an enfovable experfence
for his junicr officers.  The commanding oft{cer must puard apainst mak{ag
life dreavy, overhurdened with panct work, watches, fournals aud o tempo
of cperations that has no end {u gight.  (Ouborn, 1972, p. 121).
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Yet it must be admitted says RADM Bruce Keener, 111, that when a
youmg person joina the Navy, he mey never have been away from home before
and may not respond to strong leadership. 1In our permissive society, he
may have been catered to and coddled by overlv indulgent parents and

teachers. The Navy can be a rude awakening for auch a peraon and a dl1ficult
retention problem for a Commanding Cfficer.

g

RADM Keener offera an
interesting case study of his experience with a young 20-year-old sailor

who continually got into trouble and who was eventually discharged for
administrative unsuitability.

After a series of Captain's Masts, numerous
letters to his pargnts, and other efforts to cajole and correct this

young seaman, one cannot help but come to the conclusion that even
painstaking care by an understanding Commanding Officer is not always
enough to overcome the problems of growing up. In a kind of fatalistic
recognition of the intractibility of the problem, the Captain of the

USS Sesttle (AOE3) wrote the following letter to the parcnts of this
young man:

o

R

"I am not saying that life in the Navy is easy.
well isn't and only men can nurvive it.
that it is or should be popular.
certainly not now.

It damed
Neither am 1 saying
It never will be, and
However, {t 18 very necessary that our

country have a Navy, and if it is not manned by your son and
people like him, then who?"

In addition to managerial, training, and leadership difficulties
80 poignantly discussed in the articles of the U. S. Naval Institute

Proceedings, a number of other kinds of problems have increased the
retention problem.

T (P v

For example, there has been a general decline in
the number of people in the primary recruiting age group, a reduction
of the manpower pool after the Vietnam War, and the development of an
all-volunteer military force. The potential impact of these changes
have been discussed extensively in other forums, but they have not been
clearly understood nor have the problems raised been resolved.
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i Background REDCOM REG SEVEN RETENTION STUDY

The present research project has a considerable history pertinent to : EE
understanding the concepts suggrested as explanations of retentton and the -
development of the questivnnaire used to meansurc these concepta.  The |
design and content of the project is based on a review of the Losa and %.
Gain Reports submitted each month by Commanding Officers of the respective };

i

units, responses from letters written to all personnel who were involun-
tarily terminated, a series of in-depth interviews conducted by the

retention officer of REDCOM REG SEVEN in three Reserve Centers, and from
the literature in the social sciences. These preliminary investigations
formed the basis of the current more comprehensive 1979 survey research ;
project. The 1979 Retention Study is an effort to determine if these &
findings are representative of attitudes in the Readiness Command =
generally, and to develop a profile of those lost prior to EOS. .

Gain and loss Reports

An analysis of the Gain and Loss Reports as shown in Table 2.1
indicates that the largest percentages of losses result from poor atten- 3
dance, work conflict, and personal conflicts. Porty-six percent of the £
loses resulted from poor attendance, 29 percent from some type of work
conflict and 11 percent from a perscnal conflict. The remaining reasons
trailed off into figures of less than 5 percentage points. The reasons
for FY 79 losses parallel those in FY 78 with attendance representing 42 .gf
percent, work conflicts 34 percent, and personal conflicts 6 percent of é

}

the reported losses. Thess figures are reported as of 7 May 1979. The
only noticeable difference here seems to be an increase in work conflict
as an explanation for attrition. In FY 78 work related problems were
given a8 a reason in 29 percent of the cases, whereas in FY 79 this
figure had increased to 34 percent.

Responses from reservists involuntarily terminated

On 12 January 1978 Region SEVEN's Retention Team conmenced a nine-
month program in which letters were sent to reservists who were terminated .
from active drilling status for unsatisfactory performance. They were E .
asked to explain the circumstances surrounding their termination and to .
express their feelings about the Navy. About 47 replies were received
representing 30 percent of the letters sent out. A personal letter has
been sent to each of theae men thanking them for taking the time to give
us 8 better understanding of our retention problem. Also, an effort was
made to deal with the specific {tems raised by their individual comments.

o o e e o 8
. .

- All but one of these individuals were controllable losses and all E
have severed their tie with the military. Many of them, however, would :
like to return to the Naval Reserve if given an opportunity. Almost all “
of the respondents expressed appreciation for having & chance to glve their '
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TABLE 2.1 REASONS FOR TERMINATIONS FY 78

Reason Percentage
- At tendance ' _ 4o% B
Work Conflict 29 f
; Poxsonal Conflict ) 11 Z
£ Moved 4 i
H School Conflict 3
4 Family 2
i Active Duty 2
$ Transferred Non-Pay 2
Medical Disability 1

—

Total = 100%
N - 2192

Source: Loss and Gain Reports mailed by NRC and Unit Commanding Ot {icers
FY '78. REDCOMREGSEVEN.
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opinions and most of them claimed to be proud of having been in the Navy.

Although thia ie encouraging, it also meansr that the criticisms made of the

program are from that 30 percent who have the mogt positive attitude
-toward the Navy. We haven't heard from the 70 percent who are monl
diagrunticd, Therefore, the attitudes oxpressed cannot be lnterpreted aw
reflacting the general attitude of all rescrvists or even thowe who have
been involuntarily terminatad In some ways, however, what they have to
say 18 ilmportant because they are irom reservists who would like to have
atayed in the program but were "forced" out.

0f the total number of responses, 42 percent indicated job conflict
as the single wmost important reason for the termination of their drill
status. The second major reason given was boredom. From their individual
narrative replies, we begin to get an insight into some underlying reascns
for terminations which are associated with poor drill attendance. Some

excerpts from the replies to the Retention Of ficers letters is {llustrative

of the kinds of problems noted.

"I had written my commanding officer . . ., that I would not
be drilling . . . because of a job conflict before I ever

nissaed a drill. The only reply I received were misgsed drill
norices.

I was very dissatisfied because of the disrespect for the

reserves . . . I'm not going to drive 400 miles (round trip) for
experiences such as this.

The Prograx I was in was excellent but the CIC was slack .
(On) one occasion he and (leading PO) left (us) to return home
(on our own) after a weekend drill (WET) because the military
flight had been cancelled . . . some of us didn't have enough
money to catch another flight, We had to borrow money to catch
a bus and were out one day's work.

My thoughte of the Naval Reserve were good until I went to
the meetings. I was bored to death.

I joined the Naval Reserve to better myself and learn . .
I did not join just to go, sit down, and clean up all the time.

1 would have liked to stay in the reserves, but I didn't
care for the lectures that didn’t pertain to my rate.'

The major source of difficulty seems to be the perceived unregponsive-
ness of unit perscnnel to problems of the reservists. This is especially

evident in regard to drilling difficulties, rate changes, and loas of
billets.

The second major area of concern was training. About half of the
regponses indicated that the men were bored. Many believed their training
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was irrelevant and out of date. Some mentioned equipment problems,
hostility to the lecture method, and dissatisfaction with too much time
spent on such items as drug programs. The main thrust of their remarks
seewed to be that much of the training simply was not wmeaningful.

The third major preblem area concerned personality conflicts either
with reserve personnel or active-duty support perscnnel. In an indirect
way they also relate to the first problem discussed which was the
unresponsiveness of the unit to the individual's personal and professional
difficulties.

These replies are instructive for what they omit as well as for what
they include. For example, only one reservist mentioned hair or the

uniform. Only a few complained about woney, and there were no remarks

which could be interpreted as anti-military. Most of the men seemed to
like the Navy but were dissatisfied with the responsiveness of the unit
to thelr personal problems and with the training they were receiving.

Tn-Depth Interviews at Selected Reserve Centers

In the fall of 1978 a series of in-depth interviews were conducted
at three Naval Reserve Centcrs. One of these centers was on the coast,
the other in the midlands and the third 1n the mountains thus representing
a geographical cross section of REDCOMREGSEVEN. At each of these reserve
centers 8ix people including two commissioned officers, two petty officers
and two seamen were interviewed for approximately an hour. They were
assured that these interviews were confidential and that their name would
not be connected to any of the remarks they made. After a short warm-up
period these sailors talked openly about what they thought was right and
wrong with the Naval Reserve. The following are some representative
selections from these discussions. They represent a compilation and should
not be attributed to one person.

Things are so disorganized that right after muster every-
thing falls apart and it stays that way until we leave. People
just lay around and fall asleep . . . why not? We must have
heard that same old lecture a thousand times. Anvway, therc's
no equipment and even when you go on a Weekend Awav (WET)
angd have equipment, nobody bothers to help you. Training is a
waste of time. There's no incentive to advance. Why work
for second class when all you are going to do is sit around.
I'd be embarrassed to go back on active duty because 1 don't
know my job. If you don't know what you are supposed to do,
they'll treat you like a boot. It's really a waste of time
to come out here.

It's reully easy to get your back to the wall around this
place. The CO of the Reserve Center 1is pretty understanding,
but 1 have had them sit on such things as a waiver request
until it's too late for me to do anything about it. Alsc,
if you have a leglitimate cxcuse for missing a drill, why
do they treat you like it's a punishment, and make vou do
things 1like cut the grass or sweep or paint? These are the
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things a janitorial service should do. We ought to be
concerned with training. There has been a great deal of
.improvement, but it's still bad. At least it's better than

my last duty station where the only thing that was any good
was the food.

When I first got in the Naval Reserve, I went on a destroyer
out of Alexandria, Virginia. The CO of the ship had a
meeting when we got back and confessed that he was worried
- about going to sea with a bunch of reservists, but he wanted
us to know that he was really proud of the way we performed
and he'd go to sea with us anytime. That really meant a lot
tome . . . I've never forgotten it.

I just got advanced and I got to thinking that I would really
miss the drills if I got out. When we changed to weekend
drills, it wmade it possible to make lasting friend-hips. The
unit cruises also gave us an opportunity to get together off
duty and have a good time. The last time we went on a WET,
we took our baset 111 gear and really enjoyed playing ball
together. I took my fauily on ACDUTRA and it was nice to get
away and do something different. I even got to fly in a
helicopter.

The most important thing 1s training. The men want scuething
important to do. They need specific jobs so they don't beccme
floaters. This is especially true of the Chiefs. As a
counselor, I need a private place to talk to themen . . . 2
place wherxe they can swear . . . when a man starts swearing,
you know he's telling the truth. We also need to have more
fun and more recognition. The officers should recognize the
agsistance Chiefs have given them in their own advancement. One
time a Navy Captain told me that I was responsible for his
having those four stripes . . . That meant a lot to me.

In the Naval Reserve, a good deal of attention has been given to
factors belleved to be associated with high levels of retention. These
include the quality of leadership, level of professionalism, and awareness
of the retention problem by all personnel in the Navel Reserve. Further-
more, it has been assumed that good communicatirns and smooth working
relationships promote high levels of retention. C(Clearly a meaningful
training program and a responsive administiative system are thought to be
important. The affectiveness of the Retention Performance Svstem, made
up of the retention officer, career counselor, senior petty officers,
commissioned officers and the reserve center personnel, as well as those
officers on the Readiness Command Staff, contributes to achieving
retention goals. In addition to management influences on retentionm,
environmental circumstances may either support or discourage reserve
participation. For example, in times of economic prosperity, individuals
become less dependent on the income they earn by participating iun the
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Reserve. In perinds of wide-spread anti-military attitudes, reservists
may be uninterested in being identified with the Naval Reserve lesy they
subject themselves tu criticism from their peers and the inconvenience
of being called back to Active duty. Despite the attention given to
these {mportant factors, the Naval Reserve has continued to experience
unacceptable losses. Perhaps a better understanding of retention can he
gained by studying the perceptions of the reservist and those variables
associated with the decision to stay in the program.

The Survey Instrument

In the winter of 1978-1979 a structured (closed-onded) questionnaire
based on the preliminary studies done in REDCOM REG SEVEN and a review
of the retention literature was developed, Of particular importance was
the study done by Louis A Zurcher in the San Francisco and Lus Angeles
Readiness Commands in 1974. (Zurcher, 1974). The Survey of Marine Corps
Enlisted Personnel 1976-1977 conducted by a research team at the
University of South Cavolina (Mobley, 1976), the Navy Human Resources
Management Survey (Navy,/97¢), and Frank L. Mixner's study of the attitudes
of the United States Naval Qfficer toward Human Relations Management
(Mixner, 1978) were also helpful. The comments and criticisms of the
students in a class in icope and Methods at the Citadel, the Military
College of South Caroliuna were beneficial. By early June 348 struc-
tured questions had been developed. One open-ended item was added in
case the respondents had additional comments they wished to make. The
survey instrument covered the following general areas of Interest: ’

QUESTIONNAIRE

Introduction

1. Letter from RADM GILMORZ, USNR
2. Protection of Irivacy Statewment
3. Instructions

Part 1 Standard Backgxiound Item
Part 1I Retention

a. Retention Measures

b. Reason for Joining

c. Recall to Active Duty

Part III Satisfaction Scales

a. Civilian job and Acrive Duty
b. Naval Reserve Drill
c. Expected Satisfaction

d. ACDUTRA/WETS

o




Part 1V Time Utilization
a. At Home
b. At Work

Part Vv Training
Part VI Leadership

a. Supervisor's Performance
b. X/Y Supervisor Rating

Part VII  Attitudes Toward Work Generally

Part VIIT Attitudes Tovard Naval Reserve
a. Social Climate {(Culture)
b, Unit cohesiveness

Part IX General Sncial/Political Attitudes

a. Social
b. Political
c. Economic

Preliminary Administrative Procedures

During the Spring of 1979 the Commanding Officers and Officers-in-
Charge of the Naval Reserve units, and the Commanding Officers of the Naval
Reserve Centers in REDCOM REG SEVEN were briefed on the need for a command-
wide retention study. They were given an opportunity to express their
opinions concerning the possible explanation for attrition and advised that
their cooperation would be needed if the study proposed for the summer
was to be a guccess. On 1l June 1979 Rear Admiral William J. Gilmore,
USNR, wrote a personal letter (See Appendix A) to each Commanding Officer
and Officer-in-Charge advising them that this study would not be used for
inapection purposes nor would the findings be reflected in their fitness
reporta. Also on 11 June 1979 he wrote a letter (See Appendix B) to
the Commanding Officers of each Naval Reserve Center and the Commanding
Officers of the VIU's instructing them to administer the questionnaire in
accordanc2 with the forthcoming instructions to be found in NAVRESREDCOM
REGSEVENNOTE 1040 of 12 June 1979, This Notice (See Appendix C) along
with the verbatim instvuctions (Appendix D) provides the detafled instruc-
tions for adminisctration of the survey. There is also a letter to ecach
reservist on the first page of the Questionnaire Booklet (Appendix E)
which stresseg the importance of retention, requests the cooperation of
each individual in the Naval Reserve in providing this information, and
points out that the questionnaire 18 voluntary. If a veservigt consents
to answer these questions, his privacy is protected.
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Pretest

Fifry coplen of the survey hooklet were duplicated and pre-tested
urfug two groups of rescrves.  One groap wan composced of approximately ten
reaervista completing their Active Dutv for Tratuiug (ACDUTRA) at the
Readinvsn Command, and mmother group was drawn from rescirvists drilling
the Charleston Renerve Center, Tt required about 10 minutes to read the

inatructions and appreximately 14 hours to answer
correction of neveral

quest fonual re wan aent

at

the questions,  After
crrors and clartfteation of the fnatructions, the
to the printers on & June 1979, Three thousand
five hundred coples wore priated forv distributf{on to Naval Reserve Ceatera
in Asheville, NGy Aupuata, €A Charleston, SC; Chaviotte, NC; ¢ lambia,
SC; Greensboro, NCG Crecovilie, S Ralefgh, N Savaunah, GA; Winstou-
Suniem, NC; Wilmfugton, NC and the REDCOM REG SEVEN Statlf.

Adminiscration of the Questlommale

These quent fonnalres were adeindstered In accordanee with stan-
dardized fnstructtionn afwmliar to those used for Nave Advancament

Exam{unat fonn.  Thev were conducted by the active duty sapport

personnel
HHth the annistance ot

the Voluntarvy ‘Trafodng Unfts, T was nat Lo
admindoaterod by anvone o the unft of the reservises taking the

quesatfounatve,  The respondents were divided tnco three groups by rank
and rate. The 1tk group w o componed of of flcers, the second of
and above, and the thilird of E-% and below,  Although wome bias is
{nevitable, an efter! war wade to veduce the diftfculties ceeated hy

having a person evaluate his supervisnor whille the supeorviser was present,

bhe

o,
=i

Time Schedule

The questionnatre was admfolsterved to the anits beglontng the thivd
weekend fn June 1979 and endiog on e thited weeckend fn Aupuat, 1979,
Thin allowed two montha to collect the data. Since 90 pereent i
actendance o requived toomafntaln sattatactory dei b part fedpacion,
thin time frame made {1t pornaible to satvey almost all pedervints In
REDCOM REG SEVEN,  Commandiage Ofticeva ot the Naval Redetve Centets were
renpondtble for glving cach teservist an opportuntty to take the
questfonnulre,  Sionee thin constitutens nlmont the entfre amiverse ol the
pevsonnel with which we are concerned, the wenults are blaned only
allghtly by pampling crrors.

Computey P'racenaing Procedure

Upoun recelpt ol the anuwer sheetn from the varfons Reserve Ceafeis,
they were hev-punched (nto data cavda (Sce Appendis 1),
data cavdn 1or each cane and o
ptated wepatately o protect

Theve were five
abxth fdent !t teatton card which was
the privacy ot the respondents. Key
ponch confrols o fmprove aconracy were bai
Yor exemple, onch pape ot the

i to gaslar the operatons,
answetr aheet represceats one data
The Informat fon wier ntoted o Jdiaks

IBH 370/ 108 computer,

vaard,

and avallable for analvsts nsing nn )
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The statistical analysis was accomplished using the Statistical

Package for the Social Sciences (SP8S). The study was first established

- .as an SPSS file (See Appendix G) and then proceased using the various
statistical programs.

Statisiical Analysis

Since this initial report deals with descriptive statiatics, the
more sophisticated techniques of multiple regression analyais, factor

~-analysis, and a discriminant analysis have been deferred in favor of a

straightforward presentation of the data. Later reports in this series
will utilize the above-ment{oned processes to strengthen the general

model presented here. Descriptive differences in mean population
characteristics will be illustrated through the use of means comparison
charts as the first method of analysis (Blalock, Chapter 5). This
technique 1s quite effective in identifying the tactors that relate to
the choice of one situaticnal characteristic over another.

Relation hips among variables will be illustrated through the use
of cross-cabulated contingency tables., Unlike means comparisons, this
technique will indicate the strength or degree of relationships among
variables (Blalock, p. 275). 1t will also permit certain charvacteristics
to be isolated. As Blalock states (p. 303), "ln most practical problems,
it 18 necessary to control for one or more additional vartables which

nay be obacuring a relationship. The phrase 'other things being equal’
is used to emphasize this facc."

In addition to the above, histograms and trend charts will be

utilized to visually asseist in the discussion of dec{sion preferences
and changes over time.
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Since the Naval Reserve is comprised predominately of Navy Veterans,
many of the retention probleme in the U. S. Navy are reflected in its
reserve forces. The problem comes in keeping these veterans productively
*“amgpr lowed {n the Naval Remerve aftey thev have been trained on active dutvy, U
Avconding tu the chitelf of Naval Redeive (UNAVREN), “The teviutilisie lave '
done an admirable jod In soliciting former ective duty personnel into
joining the Naval Reserve, the critical area is in retaining them."

(CNAVRES 1tr 30 May 78). , , F.
) E

The decision to stay or to leave the Naval Reserve is, after all, an ES
" individual matter. While this decision may be affected by unique personsl t
factors, the excessive number of controllable losses indicates that some i
general reasons may contribute to this attrition. With the removal of
conscription, the decision to join the Navy in the first place is a choice F
made by the individual who is not operating under any legal compulsion.
The choice of a Naval Reserve carcer is even more of a free choice. 1In
the Naval Reaerve 81 percent of the drillers are voluntary drillers.
: In the real sense of the word, everyone is a volunteer. Moreover it is a
1 decision which must be renewed frequently when the reservist is called
upon to reenlist. If we can predict this decision, which is more often
than not a decision to get out; it may be possible, as CNO directs, to
remove the major obstacles to retention. {

There are many official reasons for lo8ing Naval Reservists: :

TYPE OF ATTRITION 4

11 = Discharged (a final or complete discharge which severs all L
contractual service of obligation/obligationsa) ]

L2 = To Extended Active Duty (any service) 1

L3 = Transfer to another Reserve Component (other than the U. S.
Naval Reserve)

L4 = Transfer to Individual Ready Reserve (same component)

L5 = Transfer to Standby Reserve (same component)

L6 = Trgnsfer to Retired Reserve
L7 = Death

L8 = From Enlisted to Officer Status

e e o i e s e, Wt

L9 = Other Loases

This study focuses on those who are eligible to reenlist or extend but
choose to drop out.




Figure 3.1 shows the scope of the retentiun problem in REDCOM REG
SEVEN in FY 78. Of the 1568 enlisted onboard, the total retained was 54%
(852} and the total attrition was 46 (716). The Readiness Command loat
31X (483) of the onboard strength prior to the end of their cnlistment (Fos),
Ten percent (149) were discharged because they falled to reenlist or extend
at the time their reserve military obligation expired and 5% (84) did not
reenlist for other reasons such a8 retirement or death.

The major reteatjoun problem is with those Reservists who are lost
prior to their EOS. This is further dramatized when you realize that of
“the 716 attrites, 67 percent were lost prior to E0S, 20 percent were
discharged, and 12 percent were lost for other reasons. Many of these
Teservists simply stopped coming to drill. The reason for thelr departure
may never be known and when reasons are forthcoming they often are those
which they believe will most easily be accepted as legitimate by their
Commanding Officer. One purpose of this study is to develop a profile
of those reservists who are lost prior to EOS, and to pruvide an gnalysis
which moves beyond surface explanatious.

In this Readiness Command only 23X (383) or thwse oubcard rerculisted
or _extended. This is moderated by the stability sector representing 30%
(469) of the reservists whose enlistments did not expire nor did they
discontinue drilling. Actually 54X (852) of the reservists were ret.ained.
The Gross Retention Rate was 35 percent which 18 extremely important
since this statistic {s considered by CNAVRES as the most significant
indicator of retention., Gross retention is calculated by dividing the
total eligible plue the total ineligible into the total reenlisted and/or
extended. Net Retention in the Readiness Command was 72 percent. Net
Retention is calculated by dividing the tctal reenlisted plus extended by
thosc eligible to reenliat and/or extend. These figurcs are used to
calculate trends.

A somewhat sobering fact 1s that {un 1978, the Readiness Command
recruited 706 reservists aud lost 7i6. Desrite an outatanding reciulting
record, the Command found itselr with a deCicit of -10 at the cnd of the
FY 78. As of 321 May we are +344 which i3 a coepsiderable {mprovement.

Since recrulting trends are steady, gain is a result of retentioun. In the
Naval Rescrve, thic tradition has been that individuals are geing out the
back deor as {a-t as they can be brought {u the front. This may not be

a problem, 1f the new recruits are more capeble and more highly !raiaed than
those lost, but this neems unlikely given the lcss to the Navy ot personnel
trained in Navy schools and {ndoctrinated {n Naval customs. As fu turus
out, many of the new recrults are brought into the Reserves on the

Advanced Yav Grade (APG) program in which civiliang with no previous
military cxperfence are given military rate or raunk based on their profes-
sional background. The APG program {ncreases the sk{ll pool in the Reacrve,
but this {s purchased at the price of a greatly veduced mittoary indoc-
trination. At the present time the APG's coustitute about five percent

of the reservists in Readiness Cormand Reglon SEVEN,
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ONBOARD COUNT (1568

TOTAL ATTKITION 46% (716)

INELIGIBLES 36% (567

LOSSES PRIOR TO EAOS
31 (483 )

TOTAL DISC
10% (149)

REENLIST/EXTENDED
24% (383)

STABILITY SECTCR
30N (469)

TOTAL RETENTION 54% (852)

UROSS RETENTION = 35%
NET RETENTION = 72%

tigure 3.{Retention 1978
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The number of personnel who are lost in this Readiness Command, would

7 be less disturbing i{f REDCOM REG SEVEN were among the worst Readiness

Commands {1 the nation. Tn fact, REDCOM REG SEVEN {a among the beat!

In A, this Command was vnoevel halow avarage (o any of the 1atent tan
statistice, and most often was found among the top two or three. As ot

31 May 1979 the Gross Rerention Rate for REDCOM REG SEVEN was 38 perceunt,
whereas the CNAVRES Average was 31.1 percent., The Net Retention Rate

for the Coumand was 74.6 percent, whereas the Net retention Rate for
CNAVRES was 67.4 percent. Clearly, REDCOM REG SEVEN {s well above average
compared to the other Readiness Commands.

The Intention to Reenlist or Extend

In this study retention is measured by asking the following queations:

1, Do you intend to reenlist in the Naval Reserve when your
enlistment expires?

2, 1f you had to make the ducision at this time, what
would you do?

3. How frequently do you think about trying to get out of
the Naval Reserve!?

4. 1f you had to rate your chances of staying in the Naval
Reserve on a scale from zero (0) to ninety-nine percent
(99%), what would you say are the chances vou would
remain in a drilling unit for another year? For another
three years? For twenty years?

Figure 3.2 shows that 37 percent of the reservists said they definitely
would reenlist, 16 percent hope to reenlist, and 27 percent were uncertain.
Only 6 percent thought reenlistment was unlikely and 9 percent said

they definitely were going to get out of the Naval Reserve. Clearly those
giving negative responses were in a small minority. The difference
between officer and enlisted intentions is substantial. Sixry-two
percent of the officers compared with 34 percent of the enlisted say they
definitely will reenlist. As 18 well known the major retention problem
is within the enlisted population. 1If intentions among both officers

and enlisted correlate positively with actual behavior, the prospect tor
higher retention rates in Readiness Command Reglion SEVEN looks extremely
good. There are only a few who have definitely made up their mind to

get out, a larger number who are undecided, but most reservistseither hope
to or definitely plan to reenlist,

This picture may be deceptive 1f the undecided .eservists shift to
the negative end of the sapectrum. These 519 undecided reservists combined

with 313 reservists who think reenlistment ia unlikely compose approximately

one-half of the individuals {n the Naval Reserve in this Readinecsas Command.
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Like the swing vote in an American election, they are the deciding factor
in the success of our retention efforts. 1f they could be persuaded to
stay, our retention problem would be aolved.

The majority of the reservists are leaning toward reenlistment
and are positively disposed toward the Navy; but according to the 31 July
1979 retention statistics, Gross Retention is holding steady at 39t percent
and Net Retention is 72 percent. Although most reservists intend to stay,
a rather large percentage of these undecided reservists change thelr minds
and decide to get out. Nevertheless, most reservists say they seldom

" think about getting out of the Naval Reserve and when asked if they would

reenlist again at this time 71 percent of the enlisted reservistranswer
affirmatively.

Figure 3.3 indicates that 29 percent of all reservists say they nsver
think about getting out, 27 percent rarely consider such a prospect, and
only 29 percent sometimesgive this matter any attention. When osBe moves
to the negative end of the continuum, 9 percent say thev think of leaving
often and 4 percent think of getting out constantly. Most reservists
intend to stay in the Navy and rarely consider leaving, and this is true
whether they are officers or enlisted. Thirty-four percent of the
officers compared with 28 percent of the enlisted say they never think of
getting out. There are, of course, 6 officera and 61 enlisted persoinel
who say they think about it constantly,

1f a regervist's expectations of his chances of staying in the
Naval Reserve dare any indication of his committment, most reservists are
career notivated. In the cumulative frequency of reservists' self-rated
chances of staying in the Naval Reserve for one, three and twenty years,
over 50 percent of the reservists give themselves a 90 to 99 percent
chance of staying for another year. When asked what theilr chances of
staying for three years over 50 percent of the reservists give themselves
an 80 percent chance of remaining in the Naval Reserve. A similar
number think they have a chance to stay for twenty vears. We might infer
that reservists who expect to stay for at least three vears are likely
to stay for a full career {f given the opportunity. Of all those questioned
only 10 percent say they have less than a 20 percent chance of staving
in the Naval Reserves for another three years, and 11 percent of the
reservists say they have a 20 percent chance of staying for twenty years.
Clearly most reservists think the odds are in favor of their continued
participation. This bears out Chester Barnard's Theory (Barnard, 1940)
that the majority of an individual's decisions fall into a “zone of
indifference". Indifference in this context does not mean that one does
not care about the Naval Reserve; rather, it infers that many decisions
such as the one to continue to participate in organizations are made
relatively automatically. The prior decision to initially participate
gives impetus to continue, much as inertia will continue to move an object
after it is initially propelled.
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1If we control on rank, we see that over half of the enlisted reservist

- .- give themselves a 90 percent chance of remaining for another year, an 80

percent chance of staying for three more years and a 77 percent chance of
staying for twenty. The most frequently mentioned (mode) estimate for

all three time periods vas 99 percent. These estimates are not essentially
different for the entire reserve population presented in figure 3.2;

. although, when the officers opinions are added to those of the enlisted

personncl, the median scores are increaased.

" The major findings in this chapter are that most Naval Reservists
intend to reenlist, rarely think of getting out of the Naval Reserve,
and believe their chances of staying for 20 years are quite high. Naval
reaervist are career motivated. Nevertheless, past retention records
show that attrition is high, that many reservist do drop out of the program
and that the manpower managers in the Naval Resecrve do not fully under-~

stand why. The following chapter provides an analysis of the social and
economic variables associated with retention.
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CHAPTER 1V

BACKGROUND CHARACTERISTICS
AND
THE INTENTION TO REENLIST




To this point, retention has been discussed without examination of the
forces behind these pattetms. There are a wide range of social, eccnomic,
military and situational factors to accomnt for the reservists intentions
and expectations about the Naval Reserve. While all of these rclationships
exist and are important in underatanding and interpreting levels of
retention i{n the Naval Reserve, one must be careful not to overstate the
case for sny single social or economic characteristic. Often a particular
socioeconomic variable ts simply an indicator of a cluster or pattern of
telationships that exist ns a determinant of individual behavior. For
example, age is {mportant becausc {t indicates a number of things about
a person's situation; however, age in and of itself does not necussarily
"cause" an individual to bchave in one way rather than another. After
examining several of the more important background characteristics, {r {s
apparent that several are related to retention,

Before analyniug these sociological deteminants of jndividual
behavior, let us turn (e an examination of why the rescrvists themselves
say they initially uinlisted in the Naval Rescerves and why they cont inue
to participate. This subjective assegsment conforms to Vroem's (1964)
definitior of expectancy as being perceptunl rather than objeccive.

Table 4.1 shows a rank ordering of these motivations for ves vists in
Readiness Command Region SEVEN compared to the attitudes o 41 Remervists
in Readiness Command, San Francisco and Readiness Command, ... Anpeles.
Theme Califormia reservistgwore sanpled by Lieutenant Commander Louis A,
Zurcher as part of a retention study conducted in 1974,

.2 relationship between the attitudes of veservistrin this Readiness
Command and thode of reservistrin Califomia 1n 1974 are almost perfectly
correlated. The vank ordering of wvhat iz mosat {mportant is practically
identical. The primary motivatica is cconomic. This atrongly supports
Downs' (1957) Theory of why individuals join organizations. Twenty
percent of all the reserviuts {n Readiness Command Reglon SEVEN and 23
percent of all the resexviats {n California give drill pay as the mont
important reason for initfally en'isting {n the Naval Renerve.  Retirement
is & close gecond with 23 percent {n REDCOMREG SEVEN and 31 percent {n
REDCOMS SFRAN and LOSA giving this an the most important veason for
joining the Navy., When you look only at enlisted persomne] {n REDCOMREC
SEVEN, 28 percent gave drill pay as the most {mportant veason for jofniog
the Naval Reserve and 22 percoat indteate retirement was the'tv primavy
reason, Over 50 percent in all categoriea gave efther drill pay o
retirement as the reanon why they foilned the Naval Rescrve,  When asked why
they centinuod to participate, 30 percent of the reservists fu Readiness
Commund Region SEVEN gave retirement an the nurbeo one explanation and
about 26 percent gave drill pay. 1t appears that reservists continue to
drill for the same teason they afgned up to begin with.

The svcond most foportant reasox  for foitiatly joining the Naval
Resecve fn that rescrvista were elther mandatory drillers or they aet <t out
of a sense of patriotism,  Callforuia had more mandatory deflleras and was
slightly more patriot{c than the Southeast, but the percentage fiyurver
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TABLE 4.1

_ _COMPARISON OF THE MOST IMPORTANT REASON FOR AFFILIATION WITH THE NAVAL N
“RESERVE AMONG RESERVIST§ IN REDCOMREG SEVEN, REDCOMSANFRAN-LOSA B

A/ W 2

DCIIPRT S RIS A1, 1 o T ey AT S TR ey T AT MOt A R

Reason REDCOMS SFRAN & LOSA REDCOMREG SEVEN
Z (1974 N X (1979) N

Most Important

Drill Pay 23%  (728) 29%  (563) S
Retirement 31%  (679) 23%  (435)

Second Most Important

Mandatory 317  (679) 12%  (231)
Fatriotism 12%  (375) 11%2  (217)

Third In Importance

Other 8% (241) 7% (136)
Change of Pace From B
Civilian Employment 5% (169) SX ( 88)
Fourth In Importance
Professional Advancement 4% (121) 2% ( 42)
Drill Training 1. ( 39) 2% ( 41)
ACDUTRA 2% (23 2% ( 33)
Friends 2% ( 45) 2% ( 28)
Change of Pace From
Family 2% ( 47) 1% ( 26)
Recruiters Influence 1% (27 1% ( 24) i
Fifth In Importance £
Business Contacts 22 (0D S% (9 |
Ceremonies and Uniforms ox ( 0 3% 6) E
Influence and Authority 2% (0 7) 2% (4) '
Social Events 0% ( 0) W ( &) —
Status 12 ( 14) 24 (W) £
Exchange Privileges 17 ( 18) A% C 1) :

Source: 1979 REDCOMREG SEVEN Retention Study, and 1974 Naval Reserve
Fersonnel Attitude Survey by LOUIS A. ZURCHER

*Percentage flgures that do not total 100 percent are due to roundliug
errors. ;
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are very close.
Califomia gave patriotism as the reason for enlistment.
tance, reservists listed a change of pace from their civilian employmert

Eleven percent of those in REDCOM SEVEN and 12 percent in
Third ir impor-

and a rather large percentage (7) gave 'other" as an anawer indicating

“-that their reason for enlisting was not given or that they couldn't make
up their mind.

Two thirds of the rcasons listed on the questionnaire received little
congideration, Few reservistsenlisted for training or professional
advancement. Only 2 percent gave these kinds of explanations for their
reason for joining the Naval Reserve. Even if one adds the three
categories of professional advancement, drill training and ACDUTRA together
one obtains a percentage figure of approximately 6 percent who came into
the program because they were impressed with the training copportunities.
Wher asked why they continue to drill, only 1.6 percent listed training
as the primary reason. For an organization that spends most of 1tx
time training reservists, this is an important fact. One reason why 3%
percent of reservists say that classroom scssions are what they like least
about the Naval Reserve may be that training was very low on their list of
reasons for coming into the program. When one rcaches the bottom of the
list, one sees that least important of all are businesg contacts, cere-
monies and uniforms, influence and authoritv, soclial events, status and
exchange privileges. In fact, only one person in this Readiness Command
claimed that exchange prlvileges were his number cue concern.

It should be noted that although some of the reasons given for
joining the Naval Reserve are not indicated as primary, they still may
be important as part of a pattern of incentives for continuing that
participation. The message of these responses, however, is that cconomic
motivarions are head and shoulders above everything elsc.
whether one is an officer or an enlisted person. This was true five vears
ago in California and it continues to be true presently in the general
environment of South Carolina, North Carolina, and Georgia.

This 1s true

Relationship Between Background Characteristics and Retention

Tumming cur attention to the relationship between background
characteristics and the intention to reenlisr, we group these variables
fato three categories: Sociocconomic, Miittary and Situation Environmental.

These varjables will be discussed as prima-y conditions for explalning
retention,

Scciovconomic Churactervlistics are those attributes derived from an
individual's membershlp in social groups. These characteristics are
easily recognizable because they have to do with vbjective tactual aspects
of the indlvidual. Most of these vartables are associated with a person's
status in socfety. 10 14 assumed that individuvals who share thesce
attributes tend to respond to the world about them in simllav wayvs because
they have had common Jife experfences that are likely to affect their
behavior. A significant body of Jiterature supports thig assumption.
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See Merton (1957), Kerlinger (1973), Robinson (1950), Nle, et al. (1977),
and Forcese & Richer (1970). Obviously social characteristics such as
“education, age, Income, race et. cetera are important in many areas of
I1fe and they provide one set of parameters which guide the career of a
Naval reservist.

Table 4.1 shows a profile of the typical Naval reservist and how
these socioceconomic characteristics are related to retenticn. Looking
at the last column under "number' in this table, we see that 91 percent
of the reservists are males, 84 percent arc whites, 65 percent Protestants,
74 percent are married with an average of about 2 dependents each. The
Naval Reserve in Readiness Command Region SEVEN is predominantly male,
white, Protestant and married with several dependents.

The relationship of these social characteristics to retention Is also
presented in Table 4.2. Uuder the first column, we see that 41 percent
of the males compared to 28 percent of the females say they definitely
will reenlist; 43 percent of the whites compared to 19 percent of the
blacks say they definitely will reenlist*; and 45 percent of the married
reservists compared to 16 percent who are single say they definitely will
reenlist. When you control on rank, 36 percent of the enlisted males,
38 percent of the enlisted whites, and 40 percent of those enlisted who
are married, will definitely reenlist. The percentage figure for
blacks is unchanged, but the percentage of single enlisted personnel who
say they definitely will reenlist drops 3 percentage points and among
women it drops 4 percentage polunts. Although the differences in percentage
are slightly decreased, the positive relationship between these socio-
economic varlables and intention to reenlist persist., There is little
difference between Protestants and Catholics; however, Jews and other
religious groups are less likely to have made the decision to stay than
individuals in either of these major religious categories.

The most significant trend in explaining retention is the number of
"dependents' a reservist mav have. As the number of dependents increascs
from "none' to "five plus", the percentage figures increase from 23
percent, to 38 percent, to 45 percent, to S1 percent, to 47 percent to
59 percent who say they will reenlist.  The greater the number of dependents,
the more likely the reservists intend to remain in the Naval Reserve.  one
reason for this is pure economic need, but {1t could be that partici{pation
in the Reserves also provides an alternative soclal environment since uvnly
1 percent of the reservist claim that a change of pace from family was
their primary rcason for affiliating and almost 30 percent indicate drill
pay as& the most important motivation, economic vice socfal varfabley must
be dominant.

ASince there were oulv 12 ludians, 5 orfentals and 10 others 1o the
sgamplc, they were excluded trom the analysis.
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TABLE 4.2

RELATIONSHIP BETWEEN SELECTED SOCIAL VARTABLES AND THE INTENTION TO T =
REENLIST IN NAVAL Ri-SERVE - B =

REENLISTMENT 1NTFNTION B
Definitely Hope Don't Unlikely Definitely Number q €
will To  Know Will Not B
Sex ;
Male 41% 172 27% 6% 9% 91% (1,683) H
Female 28% 21% 397 5% 7% 9% (168) [ 3
Race ;
White 43% 17%  24% 6% 10% 84% (1,538) i3
Black 19% 18%  49% 7% 7% 15% (272) :
Religion 3
Prot. 46% 18%  25% 6% 3% 65% (1,166) &
Cath. 43y 19%  24% 4% 19% 18% (232) g
Jew 287 23% 287 INA 179 3% (47)
Other 21% 4% 37% 8% 20% 15% (262) »d
Marital Status §i
Married 45% 18%  25% 5% 7% 74% (1,370) g
Single 16% 137 407% 12% 20% 18% (329) 'i
Dependents ig
None 23% 14%  35% 10% 18% 27% (493)
One 38% 18%  25% 6% 147, 18% (331) 5 .
Two 457% 192 25% 57 5% 23% (429) ks |
Three S1% 175 25% 4% 2% 20% (374) f
Four 47 21%  26% 35 2% 8% (148)
Flve or More 597 102 27% 1% 3% 4% (7
Source: 1978 REDCOMREG SEVEN Retention Study
*Pereoantage flgures that don't total 100 percent are due to rounding crrorvs. i
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One of the most Important indicators of social status and one's
attitudes toward the Np v it age. The Navy has been in a state of
rapld social transitid. .t )is around 1970, Zurcher says in his 1974
study, "that the Havy o1 clgil yvears ago was very different from the Navy

- uf three yodars ago, especlally concerning personnel policies, technical

sophistication, and preceptions of ihe value of war". (Zurcher, p. 85).
Today these changes are no less significant and are no doubt reflected

in the attitudes of Naval Reservists., 1U is also true that as individuals
grow older they inevitably iucur fucreased responsibilities, and their
attitude toward life generally is medified. The "carefree" life of ome's
twenties rapidly 1is transformed into the "tvrdens" of middle age.

Children appear, mortgages arc acquired, and taxes have to be paid. Aside
from economic responsibilities that might encouraes one to continue his
participation in the Nivol iLsorves as e becomes older and the veasted
interest incurred in tiic syruea,  gpeoyle are also creatures of habit.

Once a pattern of participation is cstablisied, 1t will be continued if
that behavicer is rewarding.

This reasoning implies ti:t o= cite Lecemes older, the more likely
he will be retained in the MNaval Rewerve. Vigure 4.1 bears out this logle.
The percentage figures of rliese in their carly twentices who intend to
reenlist are very low averua,.iu; obout 12 percent. After ape twenty-seven,
it climbs so that withiv the age group of the early thirties, intention to
reenlist is about 35 perecar.  Tu rhe niddlie to late thirties well overx
half of the reservists intend to recalisv, and this trend continues.
The older you are the mure likely voeu intend to reenlist,

Since drill pay was given ¢ the wost ifmpo:tant reason for initially
affiliating with the Naval Reserve, ovue wight expect that those who had
the least income would b woust likely e intend to reenlist. Figure 4.2
shows that this is not the case. As income increases, the percentage of
enlisted reservizts who say thev intend to reenlist increases. Those
least likely to reenlist atre in thee income categorv of $3,000 to $5,999
and those most likely tu 1 =nlist are in the income category $24,0600 to
$26,699. The positive relatiousirip between inceme and retention increases
isomorphicly until you re.ch an {ncome of over $40,000 and then the curve
begins to turn down. It does not, hewewer, diop to the level of those
in the lowcr income cactegorie-. 1 these in the Jowest income bracketis
only about 20 percent plan to reenilst, of those in the middic 1ncome
brackets more than 50 poereent nian to reeanlist and those 1o the highest
income categories about U nercent will reenlist.

These findings tend to support Maslow's Theory that individuals whose
existence is primarily v the Jower leve!s of his posited hierarchy are
unable te formulate Toog tern pocis,  Alwond and Yerba (1963) found
gimilar attitudes among "hluc-colltac” fudividualt who were reluctant to
participate 1n orgonlzations,
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We gee in Table 4.3 that 53 percent of the reservists view themselves
as middle class citizens and 25 percent think of themselves as working
class. This squares with their reported income. Most Naval Reservistsare
niiddle income people. On the extreme end of the class continuum, only
6 percent claim to be upper class and 1 percent claim to be lower class.
Twelve percent reject the idea of class as describing their social status.

Reservists are also employed primarily in white-collar jobs.
Fourteen percent claim to be high-level executives, 16 percent business
managers, 12 percent administrative personnel and 12 percent in clerical
work or sales. When one turns to blue-collar jobs, we see that 28 percent,
almost twice as many as in any other single category, are skilled workers.
There are only 2 percent unskilled and 1 percent whose primary responsi-
bilities are in the house or taking care of children. The 9 percent of
the population who are students should be classified as white-coilar.
Although this classification by the color of ones collar has lost much of
its meaning, the breakdown by employment does provide an insight into the
soclal and economic characteristics of the reserve population.

The educational level of Naval Reservistgis quite high. Twelve
percent have some college and 23 percent are high school graduates. Only
about 5 percent did not finish high school. Nineteen percent either
gained an associate degree or attended technical school, and 13 percent
either went to graduate or professional school. Because of the educational
requirements to become an officer, most of thnse in higher educational
categories are of ficers although almost 30 percent of the enlisted say
they had some college.

It 1s a common finding in the literature of participation that
persons of higher socioeconomic class tend to participate at greater levels
than persons of lower sociceconomic etatus. This process is known as
the "standard socioeconomic model of participation' (Verba, et al,, 1971)
and is presented below:

i

1
o

Socioeconomic Status --# Organizational Orientation --p Participation

T O A

The explanaticn for this relationship has been thoroughly documented
by Verba & Nie (1972); Verba, Nie, and Kim (1971); and Rusk (1976). It
is that increased levels of the components of sorioeconomic status are
generally accorpanied by more positive attitudes about organizational
lifestyles. Thuse positive orientations tend to move the individual to
higher levels of participation.

i
i
1

-

v

i Most Naval Reservists are well paid, highly educated and have good

3 jobs. They think of themselves as Americans who come from either working
or middie class backgrounds. We have shown that age and income are

related to the intention to reenlist, but 18 this also true for social

clasg, employment and education?
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TABLE 4.3

RELATIONSHIP BETWEEN PERCEIVED SOCIAL CLASS, EDUCATION, NATURE
OF EMPLOYMENT, AND THE INTE.TION TO REENLIST

REENLISTMENT INTENT ION

Definitely Hope Don't Unlikely Definitely Number

wWill To Know Will Not
Social Class
Upper 61% 14% 11% 7 8% 6% (102)
Middle 47% 172 242 6% X S3% (972)
Working 282 20% KR} 4 5% 10% 25X (465)
Lower 16X 16% 212 162 32% 2 (19
Reject Class Idea 28X 13X 38% 72 15% 122 (21e)
Employment
High Executives 62% 172 152 2X 3X 147 (258)
Busn. Mgr. 55% 163 17% 5% 72 16% (295)
Admin. Pers,. 46% 172 28% 5% 52 12% (224)
Clerical/Sales 29% 202 34% 9% 8% 122 (210)
Skilled Emp. 332 182 33z SX 11% 28% (505)
Semi-skilled 227 15% 36% 6% 22% 6% (107)
Unskilled 21% 182 41% k) 4 18% 2% (30
Students 142 122 392 19% 16% 9 (170)
Rousehold Worker 392 15% 23% 8% 15% » (13)
Education
: Eight Grade or Less 55% 27 9% 4 03 1. 1)
: Some High School 32x in 272 4 17 4L ob)
£ High School Graduate 322 182 302 5% 14% 23 (429
s Some College 292 14X 342 102 12% 243 (450
P Associate Degree 36% 16% 352 6% 8% 122 (223)
£ Technical School 37% 18 35% 42 7 72 (123)
i College Graduate 50% 22% 18% 5% rd 103 (286)
£ Graduate School 61% 12% 202 42 2% 2 (199
EL Professional School 65% 163 12% 7% 0% 5% (oM

Source: 1979 REDCOMREG SEVEN Retention Study

*Percentage figures that do not totaul 100 percent are due to rounding crrors.
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Looking at Table 4.3, it is clear that the higher the perceived class,
the more likely one is to stay in the reserves. As one moves down the
column from upper class to lower class the percentage figures drop from a
high of 61 percent to a low of 16 percent. Looking at the employment
“categories, a more objective meaaure, we see that a similar pattern prevails.
Theare i1s a siight irregularity between clerical and skilled employees and
another anomaly if you consider household workers, however, the percentage
figures start with 62 percent among unskilled workers. The higher the
employment category the higher the retention rate, Rescrvists who think
of themse’ves as upper or middle class and who have good jobs, intend to
continue their Naval Reserve participation. Those who are working class
are more unceridin. but only 15 percent of these believe that reenlistmunt
is unlikely or impossible. This class-related decrease in organizational
activity has been noted by Phillip Converse (1964) in his study of mass
publics.

Educsatioa 1is somewhat more complicated but the trenc still persists.
Among high schooct graduates, 32 percent intend to definitely reenlist,
whereas, among college graduates, over S0 percent intend to stay. When
one controls on rank we find that 41 percent of the enlisted college
graduates definitely plan to reenlist. The one c¢xception to this positive
correlation between education and retention is among that 1 percent of
the reservists with less thsn an eighth-grade educacion. Fifty-five
percent of these poorly educated reservists say they definitely will
reenlist. When military rank is controlled, the relationships between
social class, education, ewployment aud intention to reenlist is easentially
unchanged. The higher the socioceconomic status, the greater thte likelihood
one intends to reenlist.

Support from Family, Peers, and Emplovers

It is reasonable that reservigts who receive support from their
family, peer group and employer would be more likely to reenlist than
those who do not and who have to maintain their military respounsibilities
in opposition to the opinions of those groups with which they most closely
identify. Table 4.4 shows that 67 percent of those whose spouses are
supportive definitely will reenlist, whereas only 23 percent of those
whose spouses provide weak support plan to reenlist. The same pattern
persists for peer groups and employers. Norman Ryder (1965) found similar
peer group and familial support to be evident in an individual's continued
participacion in other organizations such as political parties. The
percentage figures for reservists who have strong peer group encouragement
and emplover goodwill stiow that the higher the support the more likely
the intention to reenlist. For example, under the column entitled
"definitely will" reenlist, as the peer group support declines, the
percentage of reservists who will reenlist declines from 67 percent to 30
percent and to 19 percent. The same {8 true feor emplover support although
not as much of a drop occurred.
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TABLE 4.4

TEFRC ANY EMP OVFR AND RETFNTTON

RELATIONSHIP BEYWEEN SUPPORT FROM FAMILY,

—— -

INTENTION TO REENLIST

Definitely Hope Don't Unlikely Definitely Number

Will To Taow Will Not
Family Supportk
Very Strong 67X 15% 1 1z 4% 182 (263)
Moderately Strong 462 212 25 4z 4% 542 (776)
Don't Know 26X 132 44% 6X 11% 9% (132)
Moderately Wesk 26% 15% Ky 4 10% 122 14X (203)
Very Weak 23X 9X 152 162 362 5% (67)
Peer Support##
Very Strong 672 162 12% Ky A K4 7T (120)
Moderately Strong 49% 18X 24% x 6% 392 (693)
Don't Know 322 17% KLY 4 8% 8x 342 (601)
Moderately Weak aox 17% 292 9% 15% 16X (288)
Very Weak 19% 8X 302 122 30X 5% (87)
Emp loyer Supporthi®
Very Strong 61X 112 242 22 22 11%  (200)
Muderately Strong 45% 20% 25% SX 5% 315% (630)
Don't Know 26% 172 332 11X 117 28% (504)
Moderately Weak 372 152 28% 5% 14X 18% (328)
Very Weak 372 152 242 3% 202 7% (128)
Source: 1979 REDCOMREG SEVEN Retention Study
Note:

*Family Support was determined by asking whether the reservists agreeded or
disagreed with the following statement, 'My spous2 is very supportive of my
participation in the Reserve program."

*#Peer Support was determined by asking, '"Most of my friends think I am smart
to be in the Naval Reserve.'

***Employer Support was determined by asking, "My civilian boss is not particularly

happy about all the time I spend at the Reserve Center."
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Where there 1s support from these outaside groups, very few reservists -
say they are going to get ocut of the Naval Reserve. In cases where there
is strong support from the spouse, only 4 percent definitely will not ,:t!
reenlist; where there 1s strong peer support only 3 percent definitely will 4;
not reenlist; and where there is strong employer support only 2 percent

definitely will not reenlist. Group support is onc ilmportant explanation
of retention.

It is also true that most Naval Reservists think that the general
public holds a Naval Career in high regard. Sixty-three percent of those ) 2
questioned were of this opinlon compared to only 31 percent who thought RE
otherwise. Reservistswho believe the Navy projects a positive image are i
also more likely to reenlist than those who do not. However, of the 65% )
regservists who did believe that the public holds a Naval Career in low &
regard, almost one-third of them said thev definitelyv would reenlist and '
another third indicated they hoped to reenlist., Public opinion is not
as much of a deterrent to veenlistment as the pressure from family, peers
and employers. The closer the group is to the reservist the more
influence it is likely to have. Prudence dictates that 1if you want to S,
retain the Naval Reservists, a good place to start would be with improving E
the attitude of his family toward Naval Reserve activities=. :

If support from these soclal groups is important in buttressing Naval
Reserve participation, it could be that reservists who see a recall to
active as disruptive to thair familv, economic status and emplovment
position would be less likely to reenlist than those who believe such an
eventuality would not be too disruptive. Table 4.5 shows that 44 percent
of the reserviststhink a recall to active duty would be highly disruprive
to their family, 40 percent believe it would be highly disruptive to
thelr economic status and 43 percent are of the opinion it would be
highly disruptive to their employmeut position. Yet approximately one- 3
third of the reservists in each of these categories intend to definitelv ik
reenlist. Even so, the trend 1s still in the predicted direction with only . E
31 percent of those who say a recall would be highly disruptive to their -
family and 50 percent of those who see it causing little inconvenience L
definitely reenlisting. The same pattern exists among those who perceive i
a disruption to theilr economic status and employment position. These L
findings support our earlier conclusions concerning the importance of i
group support to continued reserve participation.

The fact that a large percentage of reservists still plan to reenlist L =
despite their feelings aboul the disruption it would cause to their
social group may be explained by the answers to the following question: g
"What do you think is the probability of your being recalled to active .
duty during the next five years?'" Twenty-four percent believed theve was %
a zero percent chance of a recall and 32 percent thought there was a 20
percent chance. Well over 50 percent of the reservists see little or no =
chance of being recalled any time in the near future. If they werec recalled, -3
however, 5 percent would accept eagerly, 30 percent accept willingly, 26
percent accept neutrally, 23 percent accept unhappily, and 7 percent would
resist. Ten percent were uncertain., Although a rather large number of
regservists have some reservations about a recall, most of them would "turn

1

to'" wher the time comes.
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TABLE 4.5

i

: RELATIONSHIP BETWEEN LEVEL OF SOCUAL AND ECONOMIC DISRUPTION
é CAUSED BY A RECALL TO ACTIVE DUTY AND INTENTION TO REENLIST

INTENTION TO REENLIST

Disruption Definitely Hope Don't Unlikely Definitely Number
To Social Group will To Know Will Not

f Family*

Don't Know 352 187 332 6% 97 9% (163) g

None 50% 91 272 3y 9% 5% (97) 5
; Little 472 187 27% 4% 52 12% (218) é
. Moderate 492 172 24% 4% 4x 29% (543) g
¢ High 312 16T 30% 9% 16% 44% (819) ¥

Economic Status®®

‘m-w

?

Don't Know 272 16 35% 10% 122 6% (110) E%

None 43% 237 252 3% 6% 112 (198) <

] Little 46% 187  25% 5% rp4 14% (257) &
¢ Moderate 462 172 26% 4% 6% 30% (544) ‘g
] High 33% 14 30% 9% 13% 40% (731) g
4 3
3 Employment##* ;
3

! Don't Know an 187 37 91 87 9% (164) £
! None 467 200 232 5% 62 117 (199) ke
. Little 44 200 277 4% 4% 11% (209) |
s Moderate 45% 187 27X 4x 6% 26% (483) E
3 High 35% 15% 282 8% 13% 43% (789) E
Source: 1979 REDCOMREG SEVEN Retentfon Study f

71

#Disruption to family was measured by asking, '"How disruptive would recall to %

Active Duty be to your family life?" %

l}j

d

#xJisruption to economic status was measured by asking, "How disruptive would
recall to Active Duty be to your economic situation?”

i

#k4xDisruption to employment was measured by asking, '"How disruptive wculd
recall to Active Duty be to your employment status?"
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Milicary Status Characteristics are those attributes derived from an
individual's expe.ience in various military organizations. These
: attributes determine an individual's military status, and in this study
' tefer mostly to the U, §. Naval Rescrve. As everyone I'nows who has had
the slightest brush with any military organization, it 1s a highly
E gtructured,class conacious society. Everyone wears a uniform with
[ numerous engignia designating who you are and where you belong in the
1 military establishment. Not only military courtesy is involved, but
authority relationships are clearly spelled out. These characterigtics
of the mjlitary socivty are very important i1f the organiza'ion is to

¥
e

perform {ts functi. Where one fits in the Naval Reserve will undoubtedly
have a good deal ¢ ) with whether the individual decides to reenlist
3 or extend.

Table 4.6 shows the relationship between military rank/rate and
intention to reenlist. The higher the rank or rate the more likelyv the
intention to reenlist. Sixty-eight percent of the Captains (CAPT's),

67 percent of the Commanders (CDR's), 69 percent of the Lieutenant
Commanders (LCDR'e), 52 percent of the Licutenant (LT's), 56 percent of
the Lieutenants Junfor Grade (LTJG's), and 25 nercent of the Ensigns (ENS)

intend tv definitely reenlist. Seventy percent of the Warrent Officerg (WO)
i definitely intend to recnlist,

When you turn to the relationship between enlfisted rate and intention
to reenlist, a smiliar pattern emerges with one major exception. Only 45
percent of the Master Chief Petty Officers (MCPO's) definitely intend to
reenlist., This Lls probably expltatned by the fact that mout Master Chief
Petty Officers are on the verge of retirement. However, starting with
Sentor Chlef Petty Offlcers (SCPO's), we find that 67 percent definicely
intend to resnliet, 58 percent of the Chief Petty Offtcers (CI'O's), 47
percent of the First Class P wtv Officers (PO)'s), 34 percent of the
Second Clasa rPetty Officery (P02's), 20 perceut of the Third Claus Petiy
Officers (P03's), 12 percent of the Seamen (SN's), and none of the Seamen
Apprentice or Scamen Recrults (SA/SR's) definltely Intend toe reenlist,
This downward trend is disturbing since by far the largest percentage of
the individuals 1o the Naval Reserve are fn the lower rates and parti-
cularly fa the Petty Offfcer Class.  Among all waval Rescovists in
Keadiness Command Repfon LEVEN, 29 percent are Second Class Petty GFf[cers
and 17 percent are either Flrae Clang or Thivd Class Yetty Diflcurs,
Mosi of these [ndividuals nre undeclded.  Clearly this s Xlrteme)y
fmpurtant tarper group for retention.

Ae with the relattonshsp boetween age and fontention to reenlisg,
Table 4.7 swhows that a siinflar relationship exists between longevity in
the Noval Reacrve and revention.  The lonper one parti-fpates lon the
program, the more ety he 41 deetde to stay.  looking at the {irat
columi, we o kee thot o major Jump occurs between the forth and (11th years.,
For thase who have been in the Naval Kedser e, 37 percent fntend to reenitot;

whercas ftor Chose who have b oen dn for five vears, 51 percent fotend to
definltaly reenlisty and lor thone who have bhoen to as Conp as  dght vears,
0 percent fntend to stav. 1 one can perguade o reservist Lo condnue to

purtlcipare Jonger than four yearn, he s HHbely to stay Tor twenty,

O
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TABLE 4.6 ‘2
z
RELATIONSHIP BETWEEN MILITARY RANK AND INTENTION TO REENLIST lj
— b
INTENTION TO REENLIST . Eﬁ
Rank/ Definitely Hope Don't Unlikely Definitely Number
kate will To Know Will Not :
CAPT 682 142 142 4z 0Y 2% (28)
coR 672 123 132 kY $% 32 (61) ,
LCDR 69% 13X 162 0% 12 7% (130) :
LT 52% 28% 172 1 1% 5% (88)
LTJC 562 17% 62 11% 112 1% 18) X
BNS 252 00% 50 251 0z 22 (0 i
wo 712 142 142 02 oz A% (T !
, MCPO 452 92 36X 02 9 .6% (11) g
! 8CPO 67% 8x 212 03 A% 1X (24) :
; o 58 212 132 X 7% 72 (129) 1
POl 477 19% 261 42 41 172 (305) 2
Po2 342 18% k134 93 [$1 252 (449) 3
PO3 20% 172 k1Y 12% 17% 17% (305) £
{ N 122 132 sz 92 29% 102 (177) -
BA/SR (i 4 Iy 392 81 50% 1% (26) ;
b

Source! .979 REDCOMREG SEVEN Ratention Study
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TABLE 4.7

RELATIONSHIP BETWEEN LONGEVITY IN THE NAVAL RESERVE AND
INTENTION TO REENLIST

INTENTION TO REENLIST

Definitely Hope Don't Unlikely Definitely Number

Will To  Know Will Not
Longevity
Six months 132 178 462 7% 17% 16% (296) .
One year 212 182 37X 10% 142 112 (206) 3
Two years 182 132 382 144 17% 10% (177) E
Three years 24% 107 352 122 11% 9% (162) i
Four years 37% 212 322 k¥4 7% 5% (91) ¥
Five years 512 162 22% 4% 7% 8% (154) ¥
Eight years 65% 162 17X 2% 1% 13% (242) £
Twelve years 60% 202 167 22 2% 10X (175) £
Fifteen plus 59% 162 15% 42 6% 19% (344) e

Source: 1979 REDCOMREG SEVEN Retention Study 9
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The length of time a reservist spent on active duty 1n an afloat
command was not a predictor of one's intention to reenlist. Forty percent
of those who spent one year afloat and forty-two percent of those with
five years afloat said they definitely intended to reenlist. The difference
of 2 percentage points 1s too small to be of any significance.

It was anticipated that those who came from military families would
be more likely to reenlist than those who did not. No such relationship
emerged. In fact, there was a slight negative correlation. What did
emerge was that almost 90 percent of the reservists said they did not
come from a military family and 40 percent of these sald they definitely
plan to reenlist.

It 18 also true that as the number of times on ACDUTRA and WETS
increase, the more likely one intends to reenlist. About one-third of
the reservists have not been on any WETS, one-third have been on one to
three WETS and one-third on four or more. As one moves from no ACDUTRA to
five or more, the percentage of those who say they will definitely reenlist
goes from 16 percent to 20 percent to 28 percent to 42 percent to 60
percent. The risc in percentage as one moves from no WETS to five or more
is less steep but the pattern is similar. Thirty percent of those who
have not been on any WETS say they definitely will reenlist and 51 percent
of those who have been on five or more say they definitely will reenlist.

Mandatory drillers are thuse reservists who have a legal obligation
to drill. All other reservist are voluntary participacors. Among the
275 mandatory drillers questioned only 6 percent say they definictely will
reenlist wherear among all categories of voluntary drillers approximately
40 percent aay they definitely will reenlist. Since the mandutory
drillers are recently off active duty and presumedly are tha most up to
date reserviste in the Readiness Command, the extremeiy small percentage
who are interested {n continuing represent a weriovus retention problem.
Among mandatory drillers 40 percent say they defiritely will not rcenlist,
19 may but think it unlikely, 29 percent don't krow, 7 percent hope to
and 6 percent definitely wiil reenlist.

To fncrease the akill pool in the Naval Reserve, the Advauced Pay Crode
(APG) Progpram was established. These are individualas with no previous
military experience but who have civilian jobw or talents that the Nawvy
needs. They are brought inte the Naval Reserve and given a rank on tate
commensurate with theiy level of expertise., Among the 296 APC's, 39
percent sov they definitely plan to reenlist compared with 33 percent ot
the Navy v teranas. The difference {8 not great but the APC seems to be g
#lightly berter retention risr than regular Navy persoane],

Situatjonal Fnvironmental Chatacterdnticn ave those daspects of an
individual's survoundinge that p <oe Mmftes on behavior.  They are the
constraints of cime, dlatance and place., The critdcal sfgufficance of the
acological metting has long been recopntzed by woctal setentinte nuch anr
Skinner (1971), Maslow (1970) and Davies (196 1), Individuals from the ofiy
are dfffeyent from thone fo the country,  Reglonal dificrences o the Unfted
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States are substantial given the great distances and varied soil and
climatic conditions. The time it takes to get to drill, the drill
schedule, and many other situational factors may explain why someone
comes to drill regularly or is a4 poor attender. Although not all
situational factors can be changed, clearly some might be modified 1f it
were found to be important in improving retention. By in large, however,

it was found that situational factors provided only a limited explanation
for intention to reenlist.

In Readiness Command Region SEVEN it was found that the size of the
community in which one is reared and the area where one lives are not
highly related to retention; although, people who are from large cities
and individuals who currently live in the suburbs are more inclined to
reenlist than others. Area of the country also seems to be relatively
unimportant. However, those 122 sailors from the landlocked Midwest
seem more interested in reenlisting then their neighbors from the North,
West and South, Forty-eight percent of those from the Midwest say they
definitely will reenlist compared to 33 percent from the North, 40 percent
from the West and 40 percent from the South. The differences in percentage
are small and, therefore, we must conclude that one geographical location
is just about as good as another as a source of personnel.

The number of miles a reservist drives to drill is not inversely
related to the intention to reenlist. Figure 4.3 shows that as the
distance to the Naval Reserve Center increases, there is no commensurate
decline in intention to reenlist. The time required to commute to drill
alpo 18 irsignificant.

who drive only 15 minutes to drill and 37 percent of those who drive five
hours or more definitely plan to reenlist.

It must be pointed out, however, that as gasoline prices increase
this could easily change. Just because distance and time were no obstacle
to drill attendarce iu the past deoes not mean that a change in the
environmental situation would not be reflected in the reservist's
willingness to participate, esgpecially aince his primary motives seem to
be economic. The trend line for orficers and enlisted are esscatially
similar. Controling on rauk does not change the relationship.

The relationshi} between a reserviat's preference for weekend orv
weekday drill and his intention to reenlist 1s not stromg.
is clear that most reecrviasts like weekend drilla. Seventy=soven percent
say they prefar weekend drills and only 9 percent prefer weekday drills,

However, 1t

loaummary we fiad that the most fmportdant reasons given for fnttlally
affillycing with the Naval Reserve are drill pay and retirement with
patriotdsm 4 poor third, Most Naval Reseiviets are white, Protestant,
married males with a couple af dependents,  Thev ave well educated, bave
a aood Job and think of themnelves nyg efther working or middle clasa
fmericane., We find that the higher the socioeconomic level, the higher
the Intentlon to reenlist, Amoug teserviats who have the support of rhefr
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Among enlisted Naval Reservists, 38 percent of those
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family, peers, and employ=rs, intention to reenlist is high. Military

rank and rate are strongly associated with the intention to reenlist as

is age, longevi v and the number of WETS and ACDUTRA's. Environmencal
__and situational characteristics were much less significant than supposed.

" Distance to the drill site, time of commuting, area of the country, and

location of ones residence were relatively poor predictors of intention
to reenlist.
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CHAPTER V

CULTURAL SOCIALIZATION
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So much of what one thinks about his proper role in society depends
on early cultural socialization. CULTURAL SOCIALIZATION refers to the
whole process by which people with certain behavioral characteristics
learn to adopt the norms, values attitudes and behaviors acceptable and
practiced by the ongoing social system. The process specifies the range
{ of what is customary and acceptable, but it also involves the development
E of an affective moral commitment to the social society whether it be
L civilian or military. (Sigel, 1970, xii; Lawler, 49714, Child, 19>%, p. 655).

The socialization of a sailor 1s a process whereby a 'landlubber"
learns the elaboratc set of values, beliefs, roles, norms and expectations
that will make it possible for him to become part of the Navy. All
societies establish procedures through which their culture can be
transmitted and perpetuated to succeeding generations. This is even more
true of subcultures which must maintain their bulkheads against the
continual eroding effects of changing social currents. The indoctrination
of a sailor begins in boot camp, 18 completed aboard ship and may be
indefinitely extended through participation in a reserve unit.

Louis A. Zurcher, Jr., has briiliantly described these experiences in
two articles: one on Naval recruit training and the other on the sailor
aboard ship. (Zurcher, ;9¢§# and /475 ). 1In both articles he focuses on
role assimilation and role behavior in a '"total institution’. A total
institution is a place of residence and work where a large number of like-
situated individuals cut off from the wider society for an appropriate
period of time, togetier lead an enclosed, formally administered round of
- 11fe." (Goffman, 1961, xi11). 1In che Navy both boot camp and a ship
g regemble a total institution whose function is to 'de-civiliani:e" the
individual and prepare him for war.

persons' life when he may be going through what Eric Erickson calls an
identity crisis, a period of uncertainty when their youth has ended and
they have not yet become mature adults. "Out of this emotional and
intellectusl turmwil,' says Erickson, ''each person must forge for himself
some central perspective and direction, some working unity out of the
effective remnants of his chlldhood and the hopes of his anticipated
adulthood he must detect some meaningful resemblance between what he has
come to see in himself and what his sharpened awarenees tells him others
judge and expect him to be," (Erickson, 1958, p. 14)

r, This intense socialization experience occurs at a time in a young

Obviously boot camp is a kind of '"shock treatment', that is incisive
in 1ts deprivations. There is a kind of "knifing off of past experfences"
and a grafting on of a different self image. The individual has a new
i picture of himeelf as a physical and psychological person who has been
infitiated into a new culture., The assimilation ia completed aboard ehip
where the 'new man" soon finds his place and learns the Navv's myths,
traditions, rituals, and customs - he becowmes a "squarcd-away” satlor,

W o |
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Attitude Toward Active Duty Experience

In studying the retention problem of the Naval Reserve, the relevance
of this early socialization experience may be extremely important
egpecially if there is no break in service. The Navy Reservist may leave
active dJduty and immediately start drilliug once a week; or one weekend
each month. At their Naval Reserve Centers there is an effort to maintain
the values of the Navy subculture - walls are "bulkheads”, floors are
"decks", stairs are '"ladders", ceilings are "overheads", et cetera.

The Navy Reservist is also required to go back on 14 days ACDUTRA
(Active Duty for Training) each vear where he gets a kind of "booster
shot" to stremgthen his ties to the service, refresh his skills, and

remind him of who he is - a "card-carrying member" of the Naval Establishment.

If the procedures designed to inculcate Navy values into the individual
were effective in producing a "squared-away sailor,” then we would expect
that the rrequent refresher experience he receives as a member of a

drilling reserve unit would be sufficient to retain him as an active and
enthusiastic member of the Naval establishment.

The fact is the initial experience may not have been positive, the

experience on active duty may have been a disaster, and the Reserve drill
may seem dull and tedious.

When asked about their active duty experience, we see in Table 5.1
that most reservists had extremely posictive attitudes regarding their
active duty experlence. Sixty percent said they remember heing serious,
55 percent accepted, 53 percent useful, 39 percent respec.ed and 26
percent influential. Looking under the negative attitudes, we see that
only 17 percent remember being disgusted, 15 percent bored, 15 percent
wasteful, 16 percent harassed and 8 percent hostile. Only a small

percentage of those in the Naval Reuverve remember their active duty
experience as unpleasant.

Table
statements
in general

5.2 ahows levels of agreement and disagreement with a seriea of
concerned with the reservist's attitude toward the U. 5. Navy
and the Naval Regerve in particular., 1t is an effort to under-
stand how closely reservists identify with the Navy as a subculture. Do
they continue to have positive or negative feelings about the group? Is
it a special world with a unique language that makes them feel at home;

or is 1t the kind of association where they ure constantly harassed,
bored, and uncomfortable.

Looking at the series

of questions under "positive images" in Table 5.2,
we find that 61 percent of

the reservistglike to call things by their
Navy names such as '‘deck', ‘bulkhecad', and “overhead", 60 percent think the

Naval Reserve ls a speclal world that not everyone belongs to, and 59
percent say the Navy is )ike being part of a big family.
have a strong sense of identity with the Navy. They are part of this
culture and they feel at home and comforcable. Despii~ the overall

positive asaociation with the Navy world, the reservist stops short of
giving enthusfastic support to the "idea of going to sea,”

Most 1eservistls

Only 35 percent
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TABLE 5.1

e ATTITUDES TOWARD ACTIVE DUTY EXPERIENCE (OFFICER AND ENLISTED)*

How Do These Words Describe How You Felt While on Active Duty?

Descriptive To A Great To Some To Little or
. Words or Very Great Extent ‘No Extent
Extent
~Positive Attitudes
Serious 602 31% 9
Accepted 55% 352 112
Useful 532 342 142
Respected 392 402 21%
Influential 26% 41% 332
Negative Attitudes
Disgusated 172 30% 54%
Bored 152 33X 522
Wapteful 152 27% 59%
Harassed 16X 24% 60X
Hostile 8% 16% 812

Source: 1979 REDCOMREG SEVEN Retertion Study

*Percentage figures that don't total 100 percent are due to rounding

errors.
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TABLE 5.2

THE RESERVE'S IMAGE OF THE NAVAL RESERVE #

Item Level of Agreement

Agree Don't Know Disagree

Positive Images 3]-
1. I like to call things by their Navy names

such as "deck," bulkhead" and "overhead." 61X 162 222
2. The Naval Reserve is a special world that ;
not everybody belongs to. 60% 142 262 . 3
3. The Navy 1s like being part of a big family. 592 16X 252 :
4. I like things that are thought of as typically Navy. 57% 18% 26% F
5. The slogan, "it's not just a job, it's an é
sdventure" is really true. 522 15% 332
6. The lot of the average ssilor is improving. 48% 27% 24% =
7. The whole idea of '"going to gea" 1is a ff;
romantic and appealing idea to me. 35% 162 50% s
Negative Images ET
8. Harssswent Is & constant part of life when E.
I am at orjll. 18% 10% 72%

9. I woitld not nind cowmiug to drill as much 1f
I did not have ¢o gt all diessed up. 21% 112 672

10, You can't help wenderiag whether anything
concerning che Navy e worthwhile. 192 16% 642%

11, #oat of what prises Jor training 1s useles.

and boring. 42% 10% 48% : 2
12, 'the Navy seems to be wmorc interestsc in my Efi
appearance than my ability to ac the jcb. 43% 112 462 ?{
13, To pretend vou are on a real ship wheu you ;i
are at the Naval Heserve Center is absurd. 48% 182 kLY 4 g

14. A major rroblom is the smount of "Mickey E
Mouse'" things: <hat go on in the military. 642 12% 25% B

Source: 1979 REDCOMRE(* 8fVEN Ratention Study

*Percentage figures that don't total 100 percent are due to rounding errors.

77




could say that the idea of going to sea 1s still "romantic"; however,
52 percent still think the slogan, "it's not just a job, it's an

adventure" 1s really true. Some of the romance might have worn off,
but most reservists are excited about thelr association with the Navy.

This positive orientation is further reinforced when you take into
account the responses to negative statements about the Naval Reserve.
These sentiments are sometimes expressed around the Reserve Center, but
Just how deep is the discontent? 1Is it just the grumbling of a few
"malcontents" or are these feelings widespread? Looking at the series
of statements under "Negative Images" in Table 5.2, we see that most
reservists are not in agreement with many of these criticisms. Seventy-
two percent disagree that harassment is a constant part of life when at
drill, 67 percent disagree that getting dressed up (in uniform) to come
to drill is a problem, and 64 percent disagree that the Navy i:s not
worthwhile.

Most reservistr may reject these statements hecause they sre phrased
in apsolute terms such as, "harassment is constant' or "vou can't help
wondering whether anything concerning the Navy 1s wocthwhile.' When
you substitute more moderate phrases such as most instead of all, a
greater percentage of reservist are inclined to accept the criticism as
having some merit. For example, 64 percent of the reservists are of the
cpinion that a wmajor problem with the wilitary {n general and the reserve
in particular is the amount of "Mickey Mouse'" things that go on, and 48
percent agree that to pretend you are on a real ship wheu you are at the
Naval Reserve Center is absurd. These reactions indicate that a good
deal more realism may be appropriate since some of the criticism of the
Navsl Reserve are genuine and widespread. The overall pattern of
responses, however, leads the reader to the conclusion that most Naval
Reservistrare closely identified with the Navy.

The question remains as to whether those reservistsrwho clusely
identify with Navy, accepting its good points and rejccting its bad

points arc those who are most likely to reenlist. Table 5.3 shows that
reservist:who have a positive image of the Navy arc much more likely to
reenlist than those whe have a negat{ve imape.  SixLyv-six peicent of

those who strongly agree that they like things that are typicllv Nooy

and only 12 percent of those who strongly disagrce will detiultely reor tict,

Amoup those who strongly agree that the Navy {u llke being in a4 big
famlly, bl percent iaterd to reenllst whereas only 17 perecent of those
who strongly disegree with this statement will reenlist. Looking at

the two negative ltems, the name message s communfcated,  Oulvy 20 procoent

of those who think harassment is a constant part of thodr drili capevience
say they futend to reenlist and 58 percent of thowe who disaprec Intend te
reenlfist. Tt 18 also true that only 22 perveat of thone who stroengly
agree that the Navy seemx more fnterested fn thett appearancee tnan theft

391ty to do the Job dntend to definitely reenlfat.  In all four cases the
perceutage figures run fa the predicted dlrection,

8




TABLE 5.3

RELATIONSHIP BETWEEN IMAGE OF THE NAVY AND INTENTION TO REENLIST *

Intention Reenlist

Statement Will Hope Don't Unlikely Will N 12
To Know Not 'ff
Pogitive Items 3E
L
1 like things that SA 662 19% 11% 00% 3% 101 {175) £
are thought of as A 48% 20% 232 4% 6% 47% (848)
typically Navy. DK 291 17% 36% 92 9% 18% (324)
D 14% 13% 39% 9% 13% 217 (38%6)
3 sh 12% 62 28% 19% 34% 5% (89)
The Navy is like SA 612 16% 172 2% 47 10% (177)
being part of a A 44% 207 26% 4% 6% 497 (896)
big family. DK 34X 172 30% 102 9% 16% (298)
D 322 13% 342 9% 14% 197 (339)
SD 17% 7% 4% 14% 28% 6% (109)
Negative Items
Harassment .s a SA 20% 9% 347 8% 28% 4% (76)
constant part of A 297 16% 31% 9% 15% 14% (255)
life when 1 am DK 212 17% 417 10% 10% 10% (145)
at drill. D 42 15% 27% 5% 7% 55% (997) | 2
SD 58% 13% 17% 5% 7% 17% (308) i
= |
The Navy seems sA 2% 11 3% 13% 235 15% (21 3
more interested A 35% 18% 317 87 8% 282 (511) .
in my appearance DK 29% 17% 5377 7% 107 11% (196) o
than my abilicy D 50% 182 24% 3% 5% 41% (7459) -
to do the job. SD 66% 15% 11% o7 87 5% (89) '

s

——

Source: 1979 REDCOMREG SEVEN Retention Study
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*percentage figures that don't total 100 percent are due to rounding srrors, H
s g P é

v%

E

4

X

%

79 =

1




irto the Navy culture intend to reenlist, but those who feel like they
are outsiders or like they are abused will decide to leave. Most Naval

-~ ==t.= ~-Reservists strongly identify with the Navy. The transition from
"landlubber" to sailor is complete. Their experience on active duty
was extremely positive and they feel comfortabie as part of an organi-
zation that has wany special qualities. Those who like things that are
typically Navy are glad to have an opportunity to continue their parti-
‘cipation in the Naval Reserve.

In summary we find that reservists who have been positively socilalized
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The reasons reservints give for joining the Navy are thelr expectation
of tangible rewarde in the form of pay and retirement beneflts. These
same reasons are glven for continuing their participation, except when
they are aaked what they expect from their work experience, they inevitably
expreas the need for greater futrineic rewards such as feeliugs of
accomplishment and self-esteem. It 18 our conjecture that the greater
their level of satisfaction with their work in the Naval Reserve, the
more likely they intend to reenlist. This chapter investigates the levels
of sarisfaction rescrviscshave with various aspects of the Naval Reserve
and shows how these attitudes relate to the intention to reenlist,

In order to determine the level of satisfaction of resevviats with

their Naval Rescrve experience, each reservist was asked whother he was
satisfied or dissatisfied with various aspects of the Rescerve program.

A8 pircviously stated in Chapter Y, this strategy follows the lead of

Smith, et al. (1969). They address satisfaction in terms of multiple
satisfaction in relation to affective responses to many facets of the job
situation. These items were first formulated in Zurcher's 1974 Study of
the Attitudes of Reserviasts in two California Readiness Coumands, They

are used here to test the reljability of the satisfaction scale and to
make a comparison of reserviatg' attitudes in REDCOM REG SEVEN with those of
reservists in REDCOMSFRAN and LOSA.

These items are ranked in Table 6.1 nccording to the pereent of
satisfied rcsponses obtained. The aspect of their Naval Reserve experience
they are most satisfied with {s comradeship and the one they ave learst
satfsfied with is equipment. Reservists ace not very satisficd with scme
of the most important aspects of the Naval Reserve Program. Onlv 1Y
percent were satisfied with the equipment, and only 26 percent were
sutisfled with training. Equipment and Training should be two of the
most attractive aspects of the Naval Reserve, but in the opinfons of
reservists, they rank right at the hottom of the list., Associated with
the dissatisfaction concerning equipment and training, we find that
regservigts are not pleased about their ''sense of accomplishment',

"how the drill compiiments their civilian occupation', "how their talenta
and abilitics are utilized", and "their amount of responsibility."

Tuble 6.2 provides an inaight into the reservistievaluation of how
his time s utilized at reserve drill,  The top vanking activities fox
spending two Jittle time relates to rate training and profesufonal
reading.  Reservistsa also feel that they would benefft by having an
opportunily to talk with people outside their unit. More time, they
feel, should be spent on counseling. They also feel too much time fr
congumed {o writing reports and attending meetings.  Reservists would ke
to reduce the amount of time they spend engaged in such useless activitie:
as Idle chatter, sitting, staring and daydreaming. “learly Naval
reservistswant to minimize wasted time and increase the amomt of t{me
they spend doing thefr job.  Even though much of this must be separded as
a criticism of themselves as well as the Naval Reserve, it s obvicus that
Naval Reservists would prefer to work in a more prelistive enviteament.
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TABLE 6.1

el

SATISFACTION WITH VARIOUS ASPECTS OF THE NAVAL RESERVI
DRILL EXPERIENCE OFFICERS AND ENLISTED

i
|
i
Aspect of Percent Aspect of Percent |
Naval Reserve Satiafied Naval Rescrve Satistied 1
1
Comradeship 662 Prill Experience 42% !
Personal Appearance Amount of Authority L1% }
Regulations 667 Rank and Rating 417
Uniform Rqr. 63% Opportunity for
Drilling Unit 57% Promotion Hu
Degigrator/Rate 532 Responsibilicy 37%
Unit Admin., Support 51% Readiness Command Support 37%
Drill Schedule 502 Talents and Ability
Supcrvisor 492 Utilization LR
In General 487 How Drill Compliments
Recognition Received 47% Uccupation 357
Kea. Center AcDu Fringe Benefits Jan
Support 43% Unit Social Events v
Amount NDrill Pay 43% Sense of Accomplishment 275
Status 42% Training 205
Drill Time 422 Equipment 197

Source: 1979 REDCOMREG SEVEN Retention Study



i TARLE 6,2
NAVAL RESERVE TIME UTILIZATLON
Activitics Purcentage
— e e MRO AgTeE
Too Little Time
. 1. Working in Rate L4y
2. Reading professtonal materfal 30
3. Talking with people outside the unit (f.c. REDCOM
H Staff, people {n other units and ACDU personnel 281
4. Assesring needs of people you gerve and counsceling 27A
5. Scheduling Time 252
E
E "
. Too Much Time
A 1. Writing Reports 18%
e ' 2. Attending Meetings 172
3 . 3. 1ldle Chatter 17% 2
4. Sitting and Staring 13 %‘%
E 7 S. Daydrcaming 132 E
: SO e e e e £
E : Source: 1979 REDCOMREG SEVEN Retention sStudy é
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Whew o compat taon ta wade between the attitedes of enliated veservisey
PR ICOMSERANTONA tu 1974 and REDCOMREG SEVEN {n 1979, we flud that the
vank ovder of wean satfatact{ion seorer are very similar.  In both canes
as shown (o Table o, ), comradestiip {s ranked number one, and ecquipment s
o the bottom ot the Hat.  These neoves range from a high of S to a tow
ot The average score on cach guestion ts the mean.,  The similavity
e means {a gquite close on a number of fmportant {tems. For vxmtv:plo.‘
when we Took at the lovel of satisfaction with thelr curvent unit, the
mean dcores are 2,68 aud 207V, In the last few vears there seems to
be et le change tn the devel of satistactton that resevvintas have regarding
thetr antta, thety pay and thedr trafaing expertence.

Reservisate tn REDUOM SEVEN do seem move satintied with militavy
requirements such as unttorn and perzenal appearance, vhereas reservvists
i REDCOMSFRAN and LOSA were more satis{{ed with thelr prometion
potentfal and general vescerve experlence; however, the major fmprosstion one
has {n comparing these columme of mean sat {sfaction scores (g that thinpa
haven't changed much {n the Naval Rewerve, and that veservists {n this
arca of the Southeasteom Miited States and those (o Californta have
stmtlar attitudes and optatons abeut thetv Naval! Revorve expetricnce.  In
mest cases vescrviats ave satiat ted and dlasat i fed with the same aspecta
ot the Naval Reservve,

Even though tow reservists (o REDCOMRIGC SEVEN are dissatisticd with
what might be coustdeved the wititary cavivonment, Table 6.4 shows
the vartablen whitoh are the most sena{t{ve predictors of vetent fon,
The Gamma measure ot agsociation botween sat{sfaction with unitorw
requirements and the ntent{on to reenliat (s L4760, Tevnonal appearance
rtegquirements ave not tav behind with o gamma of 4%, 10 resevviats
are not toe whappy with the wav the Nave expects them to ltoek, then they
most Hkely will continue thetv participattion,  The tact that so few
reactviata ave dis=zatiaf{ed with theae aspects: of the Naval Resetrve veduces
fts tmportance (v explatning why auch lavpe nuambers dectde te drop oats
however, 1t rematns o aenaltive (naue,

Probabiv o better predteter of vetentton 0 the att{owdes concerning
the genera’ teserve ezpetlence and the drt il oxperience of (he reserviates,
Thia must vepreasent o cowpestte of many opintons and (v some wavae may bhe
cenaldered a kiad of balance aheet n which the resorviast aubject {vely
woelgha the prosoand cons and comea up with an fadividual eveluatfon ot his
experience,

We fearned carlicr that o8 poercout ot the reacvviats (o REDCOMRYC
SUVEN are sattsticd with thetfv general veserve experionce and about &9
peteent ave satdatted with thetr Bri1l expertence. Table 0.9 tndlertes
that the move aatiasfled one a0 with theae expeticencen, the move Hhely
e tatends to reent{at,  The camma meanures of associat fon are L4t/
and L6442 teapectively.,  Thene twe vartables ave the bent predicters ot the
tutrat ton to reenifat with the exception ot wndtom vequivement s and
peraenal appeatanee variabloens,



TARNLE 6.1

WWMPARTRON OF REDCOMRYEG SKUKN AND REDOONSFRAN AND (OSA'S MEAN NOORES
FOR NAVAL RESERVE SATISFACTTION AMONG ENLISTED DRRRONNRY,

Nattsfactiom REDCOMSEEAN And Rank REDOUMREL SBEVEN
wWith LOSA Mean Scavve Mean RNoove

(1974) (19°9)
Comradeahip . 700 ) AR
Ml Farm Regut teweut o 1, 39 (o) LR
Pevamal Appeavance LA Q) LR
Curvent it 3,49 v LI
Ml Jchednte 1.43% M et
Racuvgnitiom 1,082 (V) 1,
Supervidota a4 (4 L
Tlwe Regquirved RIS S [PUAR
sStatue L 1le oM RN ®
Aut oty 3,006 18 LIRS
Ml Raperience 007 Iy KRR,
Pay 3,380 A Loe
Respaoaribiilicy o0 (e Aate!
Proaet Lo 470 h RN
Fringe Nenefits < 78N O\ AR
CLURREELY DIV Y) QRA oo
Talenta and Abtiities Sord? uR) Sou
Savial Bueeats 3,003 G K SaW7T
Tvaintng A R R La PR
denetal Remevve Knp, a8 an S
Faci Htiea and Eguipwent < 914 AR Jae Y

Seutee?  REDOUIMSERAN and TOSA 1973 Survey and REDOOMREG SEVEN 1479 Suvvey
Of Naval Rexevve Vevavmel '

Athe highev the mean 2ecte the higher the level ot aatisfaction. Fooves on
each {tes vange tvam b ote N,
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TABLE ¢&.4 %

. E

% RELATLONSHIP HETWEEN HOW RESERVISTS FEEL ABOUT THE NAVAL RESERVE EE
AND THELIR INTENTION TO RUEENLIST

14l

B Naval Reserve Gamma* Naval Reserve Ganma
Experience Experience
Uniform Requirements 476 Authoricy . 398
General Reserve Current Unit . 352
¢ Experience AN Rank or Rate 347
Personal Appearance Supervisors L2309
Requi rements LA50 Talent Ut{lization AT E
Drill Experience Drill rav ERI :
; Generaily Chal Training L2945 E
Amount of Time Rate or Rating . 233 j
Required to Drill .425 it Social Events L2715 :
Amount of Status L4115 REDCOM Support 258 :
Dritl Compliments Fringe Benctits 2R
Civilian Occ. . 397 Opportunity for
Anount of Recoguition . 309 Promotion .223
Responsibilicy LR Station Keeper Support .19
Cowmradeship . 365 Equipment 168

Source: 1973 NAVREDREG SLEVEN Retention Study

*The Gamma Mcasure of Association is used. A gamma approaching +1
indicates a stronp positive association; and a gamma approaching -1
indicates an inverse relationship. Those panma's near zero {undicates -
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a weak relatiounship.
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Ar one moves down (he coiumn of gasmma measures ot assoclation fu
Table 6.4, {t becomes clear that there are no negative associat fonn,  All
of the varfables concerned with satisfaction of various aspects of the
Resctve program are pasitively related to the fatenttion to reonlist,
Al Lough some are moie {mportant than others, the level of satistactton
iz assoctlated with the {atent{on to reenlist. This supports the theoretical
literature of Vroom (1964), Mobley, et al. (1978) and Koch and Steors (1978)
that consistently finds a stroug assaciation between satisfaction and
retention,

Among the predictor:s of intention to reenlist, gatisiaction <4
tralning aprearas about two-thirds of the way down the st and satistaction
with cquipment is least stgnificant. Although a large number of rescivists
don't find the tratning and equipment satistying, these teolings aren't
sufticiently strony to discourage reenlistment,  From the point ot vivw
ot these charged with the responsibility of fmproving the opervational
readineas of the Naval Reserve, these twe ftems are critically wwportant,
but tor the reservist they are not highly correlated with his fonzenions
to reenlfst,

10 should be mentioned that the tact that a reservist oo not sub-
Jectively satiaticed with the (rafaing does not fodicate that the tratuing
{a poor, Iun fact, {1t mav de outstandtng.  Students treequently den'i ke
fome courses because thes are too technical or difficult,  lu this stuldy
no ettort wan made (o evaluate the quality ot Naval Reserve tratuing ov
fts relation to (he operational readiness of the units,  Theae kiwdg ot
Judgments ave wmade by fuspectfon teams with the expertise to ke auch
Judgment=. Here we oare merely concermed with the reservists subivctive
percepticns ot traindng and how these perceptions might be related o the
intentton te recnlist.

Part of the explanation tor these attitudes might be the =atisfaction
of the reservist  with his ctvilfan job. The nind of civiltan acoupation
an ind{vidual has will undoubtedly detemine much of s litestyvie and
the opportunitics he " as tor participation {n the Naval Reserve. 1t oan
fndividua! s satizticd with his cdvitian fob {1t may fndtcate that he ds
the Gvpe ot perrson whoe will be sati{stfieod {n hix other pursules, M the
othivr hand someone whe (5 unhappy 40 hils ctvibian fob may seck e satiaan
his unfultilled social and psyvchologteal neods in an ephemerai role seeh
as the Naval Rescerve.,  Civitian job satisfaction s the attective
otfontatton ot the 2adividual toward s civilian emplovment. 1t has (o
do with how oune teels while cugaged in his primary work role.

The velat{cushiip betweern the reservists civilian Fob sattstact con o ad
his attttude towsrd the Nave would seem to be very close, 1t a worker has
cohicved g plateaun fn his protession or occupation, he mav sceel (o
satisty bis needs tet achicvement by part{epating tn public novviee
activitics. The Naval Reserve may fall frto this categomy tor such an
fadividual.  For thooe who are voung, just marvied and beglnning a tamils,
the Naval Rescrve mav be percefved as tntevferging (o his attadntug
stabfliey {n hits Totes He 4: too preoceupicd with getting e tablished (o
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have time for such an anciliavy dctivity. Many other aspects of one's
civilian job are {mportant such as {ts social status, work schedules, and
opportunity for selt-actualization. It {s our conjecture that the type
of job and the {ndfvidual's level ot satistaction with his occupation is
a major contributor to how the reserviat sees his role in the Navy.

Table 6.5 shows that reservists have extremely posftive attitudes
about thelr civilian job experfence. Eight percent feel useful, 73
percent accepted, 76 percent werfous, bl percent respected and 48 percent
tufluentfal. Looking at the percentage filgures under negative attitudes,
we see that only 3 percent feel harassed, S percent hostile, 6 percent
wasteful, and 7 percent bored and 7 percent bored to anvy great exteut.
Reservist have even better feelings about their vivilian fobs than theyv
did about their active duty experiences. Clearly
outcast of soctety who ate dissatisried with their
dare in fact well pleased with their work,

reservists are not the
civilian jobs; they

Table 6.6 shows that the more posttive the reservistyattitude toward
his civilian jJob the more likely he will definitely reenlist.  The

percentaze figures in this table rvepreseut the percent ot
definftely plan to reenlist {n each categorv.
resetrvists who teel useful

reservists who
Ntueteen percent ol the

Tto no extent” plan to reenllst, whereas 49
percent of those who feel useful "to a very great extent" plan to reenlaist.,
Reading across the columns, we find that as one's attitade fmroves
concerning his civilian fob, the greater the percentage of those whe iatend
to reenlist. The reverse {s true for those with vegative attitudes.  The
more hargssed one feels in his civilian job, tor example, the less likelw
he {8 to reenlist. These trends persist for cach attitude oxamined.
Reservists who are pleased and satisfied with rheiv civiltan jobs are those
most iifkely to teenlist in the Navsl Reserve.

From what has been learned so far about Naval manpower, we arv
concermed with an (ndividual whe had very positive experiences on active
duty and likes his crvilian job,  Me is, however, dissatisficd with the
tratning he gets and the equipment with which he must work iu che Naval
Reserve.,  Reservists sre comnfttod to thelr unfes, but would like o see
their time becter utilised.

From the perspective ot the Naval Rescrvist, what is {t gbout the
trafoing program that s a problem?  Thirtv-six ; ercent tudicate that
classroom sessions were the least significant pare of thedr traiaing,
Naval Resevvists want hands-on exercf{ses and practical training.,  Thev
derive a great deal of satisfaction from working with their active-

duty counterparts.  When asked how they felt about drilling wore often
aboard ships and stations of the active forces during regular drill as
well as on ACDUTRA, 62 percont generally approved and only 18 percent
shoved anv disapproval. The moat significant tvpe of trainliag they
currently receive according to thelr responses, s ACIUTRA,




TABLE 6.5 :
ATTITUDES TOWARD CIVILIAN JOB *
} How Do Thcse Words Describe How You Feel On Your Civilian Job?
: Descriptive To A Great To Some FExtent To A Little
Words or Very Great Or No iZxtent
Extent
Positive Attitud-s

Usetul 8¢, 14% S

Accepted 787 17% 5%

Serious 76% 192 7%

Respected 61% 30% I

Tufluential 48% gz 147

Negative Attitudes
: ' Harassed 3% 92 903
Hostile 5% 15% 817
‘ Wasteful 6% 132 81
Bored 72 21% 727
£ Disgusted 7% 22% 71%,
. -
£ Source: 1979 REDCOMREG SEVEV Retention Study ’?
? *, :rcentage figures *hat don't total 100 percent are due to rounding %g
£ errors. i
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TABLE 0.6

RELATIONSHIP BETWEEN THE PERCENT OF RESERVISTS WHO WILL DEFINITELY
REENLIST AND THEIR ATTITUDE TOWARD THEIR CIVILIAN JOB

Percent Who Will Definttely Reenlist 1n Fach Category

To No To A Very Sone Great Very
Extent Little Extent Exteont Extent Great
Exteint
Positive Attitudes
Useful 19% 22 282 $7 4n7
Accepted 233 31% 25% 437 ML
Sevious 27 32 2O 417 47
Respected 23% 30% 33 u 48%
Influential 201 30% 34% W9 472
degative Attitudes
Harassed 421 GU% 33 3% 187
Hosrile 433 347 343 29% 255
Wasteful 42% 39% Jas REPS 30%
Bored 467 417 31 33 21%
Disgusted 45% 43% RIS 25% T

Source: 1979 REDCOMREG SEVEN Retention Study

Note: The percentage figures in this table are presented somewhat
differently than those {n the other tables in this report.

In the cother contingency tables the televant comparisons were
made by reading down the columns. 1o this table vou must read
across columns.  Fer example, tead from 19% to 225 te
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Table 6.7 18 a comparison of the level of satisfaction with various
aspects of the Naval Reserve experience wiiile on Reserve Drill, WETS, and
ACDUTRA. In every category except comradeship, ACDUTRA 1e rated higher
than similar experiences on WETS and on regular reserve drill, KReservists
enjoy thefr associations at drill, but are less satisfied with some of the
more substantive concerns and they particularly dislike classroom
sessions. The Ship Board Simulator (SBS) should go a long way in
fulfilling not only the need for equipment, but for a more realistic
training experience.

Part of the problem with classroom sessions may be that the
instructors are inexperienced. This attitude was not directly measured,
but when asked how they felt about a greater use of the Navy Schools
Command facllities for Reserve Drills, 84 percent approved, 13 percent
were neutral and only 2 percent disapproved. This may reflect the hope
that in the School Command you might find not only better insatruction
but better equipument.

When this analysis 18 extended to include a comparison of ACDUTRA, WETS,
Drill Experience and Future Expectations, we find in Table ©.8 that
enlisted reservists in REDCOMREG SEVEN are optimistic about the future.
In every case except cowradeship, the mean satisfaction score for future
activities is higher than the current score involving their drilling unit.
It is also apparent that satisfaction with ACDUTRA and WETS is higher than
the curreat and expccted level of satisfaction with the drilling unit.
This finding is supported by Vroom (1964) who treats satisfaction as a
future event which is to be expected or anticipated.

In spite of poor attitudes about the training and equipment of the
Naval Reserve Centers, the reservists by and large are guite optimistic
about thefr chances for advancement. Twenty-nine percent give themselves
a 50/50 chance of advancing, 23 percent of the reservistrthink they have
a 75 percent chance and 15 percent are so confident as to believe they
have a 100 percent chance of advancing in rate.

To summarize we find that reservistr are pleased with thei+ anits and
the comradeship hut are dissatisfied with the training and equipment.
They feel too little time i3 spent working in their rate and reading
professional material, and too much time writing reports and attending
meetings. They place great value on ACDUTRA. The closer they get to
active duty,the better they like it. The greater the satisfuction with
varfous aspects of the Naval Reserve, the more likely the intention to
reenlist, The most sensitive predlctors are the attitude toward uniform
requirements aud their general reserve experience. Although they are not
satisfied with training, their attitude regarding this highly important
activity does not explaiu why they drop out of the program. We find that
the more satisficd they are with their reserve experilence and thefr
civilian occupation, the more likely they will reenlist. These findings
support the literature that satisfaction 18 one of the better predictors
of retention.
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TABLE 6.7

A COMPARISON OF THE LEVEL OF SATISFACTION WITH VARIOUS ASPECTS OF THE
NAVAL RESERVE EXPERIENCE WHILE ON RESERVE DRILL, WETS, AND ACDUTRA

The Percentage Satisfied With ¥
Iraining Experienced _

!
oy .

Aspect of Reserve WETS ACDUTRA

Reserve Training Drill 4
General Experience 48% 432 582
Talent Utilization 35% 7% 52%
Supv. and Instruction 49s 442 562
Training 267 40% 52%
Equipment 19% 417 552
Lodging NA 35% 44%
Comradeship 662 531 572 l
Sense of Accomplishment 27% 41% 532

Source!: 1979 REDCOMREG SEVEN Retention Study

913




TABLE 6.8

COMPARLSON OF SATISFACTION WITH VARIOUS ASPECTS OF NAVAL RESERVE:

DRILLING UNIT, FUTURE EXPECTATIONS, ACDUTRA AND WETS

SATISFACTION WITH NAVAL RESERVE

Future Expectations Drilling Unit ACDUTRA WETS
Drilling Unit 1979 1979 1979
1980+

Comradeship 3.650 3.763 3.601  3.525
Supervision 3.351 3. 346 3.544 3,307
General Experience 3.194 2.673 3,477 3.259
Training 2.961 2,734 3.401 3.222
Equipment 2.834 7 2.409 3.479  5.208
Lodging NA NA 3.101 2.990

Source: 1979 RENDCOMREC SEVEN Retnetion Study

*Mcan: The higher the mean score, the higher cthe satisfaction scures on cach

item range from 1 to 9,
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What a reservist thinks about the Naval Reserve may depend on the
leaderahip gtyle of the Commtssioned Officers and Petty Officers in his

- unit., "A leader is a person who is able to unitspeople in pursuit of

common goala,“_gbcording to Herbert Simon (Simon, 1950, p. 103).
Leadership Style is the characteristic way in which a leader goes about
accomplishing this task. As discussed in Chapter 1, the assumptions one
accepta about the nature of man will {nfluence his ideas about the most
effective type of leadership, Some leaders believe that people inherently
dislike work and therefore they must be coerced, threatened and directed.
-Others are of the opinion that work is natural and that people seek
greater responsibility. (McGregor 1960, p. 38, 37). These leaders
believe that their major function is to create a situation where people
can exercise their imagination and ingenuity. Since men exercise self-
direction in the service of objectives to which they are committed, the
proper leadership style is democratic instead of authoritarian. It is this

kind of leadership stressed in the recent Navy retention film, "Thu
People Frinciple."

It 1s quite pousible that different personality types may respond to
different leadership styles. Some people obviously need very clos2
supervision and others work better when they are left to their own devices.
Tt {s our conjecture that given the democratic environment in which most
Americans are recared, they will be more likely to respond to non-
authoritarian leadership styles. This inclination to respond more readily
to democratic leadership will probably increase as the technlcal apeclality
becomes more sophisticated. Although this is what is expected, the
reverse may well be the case, since the Navy is uadmittedly a conservative
institution, and the military by its nature is authoritarian. People
who are satisfied in military societives may feel more comfortable never
questioning suthority and always complying with orders rather than
responding to suggestions and {initiating their own acitivites.

Table 7.1 shows that the reservist's evaluation of naval lcadership
ia quite positive, 1In response to the statement, ''The Commanding Of ficer
always provides strong leadership to this unit," 36 percent said "always',
28 percent responded 'often", and 23 percent said 'occasionallv".

Looking over the next two statements in this table, we see thut 29
percent fele that the Commanding Officer "always' tock a personal interest
in the individual's naval career and 44 percent thought that they lad
always been treated fairly by the Commissioned Officers in thedr unfts.

Teble 7.2 shows the relationship between the perceived leadership
strength of the Commanding Offi{cer (C0) and the intentiun of resei vists
to reenlist. Tt was found that 46 percent of those who see their CO ag always
providing strong leadership definfitely intend to reenliut. As the
perception of leadership strength declines, the percentage of those who
intend to reenlist declines from 46 percent to 34 percent to 26 percent to
27 percent to 17 percent. Where you have the perception of a strong leader,
you are likely to have relatively high reenlistment rates.
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EVALUATION OF OFFICER

TABLE 7.1

LEADERSHIP STRENGTH WITH THE NAVAL RESERVE UNIT

Statement

Never

Seldom

Occasionally

Of ten

Always

The Commanding Officer
provides astrong
leadership to this
unit.

The Commanding Officer
takes a personsgl
interest in my naval
career.

In dealing with the
Coumissaioned Officers
in my unit, 1 have
been treated fairly.

4

7%

9z

14X

5%

232

27%

17%

282

23%

34%

362

292

442

Source:

97
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TABLE 7.2 -]

TR

COMPARISON OF COMMANDING OFFICERS PERCEIVED LEADERSHIP STRENGTH # |
AND THE INTENTION TO REENLIST .

i Intention to Reenlist : T
Provides

L et .l ot ot ol

Strong Definitely Hope Don't Unlikely Definitely Total#*
Leadership - Will To Know Will Not X

i

Always 46% 15% 27% 5% 7% 1007 i

Cften 342 212 29% 9 72 100% ¥

Occasionally 26% 17% 352 7% 152 1002 E

Seldom 27% 192 31% 6% 162 1002 ¥

Never 17% 12% KY) 4 12% 23% 1002 1

-

e Source: 1979 REDCOMREG SEVEN Retention Study M

*Note: Perceived leadership stxength was measured by asking respondents
whether they thought the Commanding Officer provided strong
leadership to the unit. If they answered'always'it 1s considered
very strong and if''never"it was considered not strong at all.

"Seldom)"occasionally'and"often"are intermediate categories.
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**Percentage figures that do not total 100 percent are due to
rounding errors.
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The percentage of reserviats who thought that Petty Officers in their
unit were forceful was considerable less than the percentage who believed
the Commanding Officer provided strong leadership. Omnly 5 percent claimed
that Petty Offfcers alwavs were forceful. The momt that remerviat could

occasionally. Although the Commanding Officer and Commissioned Officers
generally go through more careful selection processes than Petty Officers i
and would naturally be expected to exercise stronger leadership, the fact

that 38 percent of the reservist say their Petty Officers are "never" 7
or "seldom" forceful suggest a possible weakness in the Chain of Command. - +

The forcefulness of a Petty Officer may be confused with an - i
authoritarian leadership style and lack of forcefulness may be identified :
with a democratic leadership style. Since Cheater Barmard in the 1930's
dlscussed the reciprocal nature of authority relationships, most know-
ledgeable administrators have been aware thcot authority is grounded in
consent and that disregard for the views of ones subordinates leads to
ineffective leadership (Barnard, 19%0). Nevertheless, democratic
leaderghip can easily be confused with indecisiveness. Before we assume
that Petty Officers are providing weak leadership, a more in.depth
investigation into this matter is appropriate.

R

-

Some people have argued that Rarnard's concept of authority is what
has weakened the military cstablishments; but whether this is true or
not, leadership principles based on the human relations approach have
become orthodoxy. Table 7.3 shows that the democratic approach to ]
leaderst‘p 1s dominant in the Naval Reserve. Only 3 percent of the
rese.vigtssay their supervisor always rules with an iron hand and only 8
percent claim that this often happens. Rarely in the Naval Res-rve do we
find _upervisamrs acting without consulting the members of the v it.

The responses to question 2 under Authoritarian Leadership shov that

5 percent say that their supervisor always acts without consuliii., them .
and only 16 percent say this often happens. By contrast, 50 percent !
claim that their supervisor is always approachable and 27 percent believe :
that he always cares what the reservists think. The democratic leadership ‘
style 1s far more popular than the traditional authoritarian manner of i
handling people in the Naval Reserve. {

= gt

It has been shown repeatedly that a demecratlc leadexrship is o .en
effective in improving performance, but does 1t contribute to an atmosphere

that encourages retention? Table 7.4 shows that 50 percent of the reservists i
who are of the opinion that their supervisor always cares what they think, R i
definitely intend to reenlist; and only 22 percent of thase who belicve ;
thi-ir supervisor is unconcerned with what they think, plan to reenlist. H
Democratic leadership style does contribute tov higher retention. . !

The relationship between guthordtarjan leadership and retention,
however, 1is not wcll established. Looking at the item under Authoritarian

Leadership Style {n Table 7.4, we find that 25 percent of those who believe
that their supervisor always rules with an iron hand, intend to reenlist;
and 34 percent of the reservist who say their supervisor never ruleas with
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TABLE 7.3
ATTITUDES TOWARD NAVY SUPERVISORS: 13
AUTHORITARIAN OR DEMOCRATIC LEADERSHIP STYLES* {4
Statements Never Seldom Occasionally Often  Always ‘,?
1.
1. Authoritarian '?%
lLeadership Characteristics :
1. My supervisor rules !§:
with an iron hand. 192 36% 352 8x 3 3
2. My supervisor acts 3
without consulting 13
the members of the unit. 14% kh)4 322 13X 5%
3. My supervisor keeps T
to himself. 20X 39 30% 10% 2% &
4, My supervisor assligns N
members to particular £
task, A% 81 292 43% 15% =
¥
__.n-Authoritarian
Consultstive Type Leader ,%
1. My supervigor is -3
approachable. 2% 5% 16X 27 502 -
2. My supervigor cares 1
what people like me
think. 6% 12X 27% 28% 273 ]
3. My supervigor does B E
i little things to make E
i it pleasant to be a 13
member of this group. 8% 17% 392 29% 8% &
S 4. My supervisur lets €
b unit members know what £
.. s expected of them, kL4 7% 21% 35% 3T 4
Soutce: 1979 REDCOMREG SEVEN Retention Study f
.
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*Porcontage figures that do not total 100 percent are due to rounding errors.
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RELATIONSHIP BETWEEN LEADERSHIP STYLE AND THE INTENTION TO REENLIST*

TABLE

7.4

Intention to Reenlist

IR Y .\wH‘.MMM&MW“ i -

G il Ll gl ‘WWWWW;WW ® Muvwmwm!mm\wwhw‘ .

Statement Definitely Hope Don't Unlikely Definitely
o will To Know Will Not
Democratic
My supervisor cares what
people like me think,
Always 50% 162 22% 6X 7%
Often 352 232 27% 62 92
Occasionally 25% 15% nz 9% 132
Seldom 33z 16% 342 5% 13x
Never 223 11% 33% 112 23%
Authoritarian
My supervisor rules with
an iron hand.
Alvays 25% 10% 35% 13% 18%
Often 402 15% 1% 2% 12%
Occasionally K1y 3 18% oz 6% 9%
Seldom 342 192 29X 8% 112
Never 34% 15% 30% 8% 11%

Source: 1979 REDCOMREG SEVEN Retention Study

*Percentage figures that do not total 100 percent are due to rounding errors.
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an iron hand, intend to reenlist. In fact, 40 percent of those who see
their supervisor ruling with an iron hand often plan to reenliat. It
would seem that authoritarian leadership does not raise an obstacle to
reenlistment, but neither does it encourage retention whereas democratic
leadership does have the tendency to promote retention.

s

Table 7.5 shows that reservistsprefer a pcaitive approach to super-
vision. They also place emphasis on clearly established goals and
objectives. Close supervision as long as it is positive is thought to
be highly desirable. Fifty-two percent of the reservists would make a
great effort to check with their subordinates daily to see if they need
help but only 22 percent would make a great effort to push their people
to meet schedules. The proper approach, they feel, is to encourage
rather than force cowpliance,

People Orientation

Naval Reservist's attitudes about work generally, not just the
activicies associated with the Reserve, further reinforce the proposition
that a humanistic people oriented approach is given great value. Table
7.6 gshows that 61 percent think it is very important to have a sense of
accomplishment, 60 percent expect fair treatment, and 54 percent want
independence in work. It 1s also very important to be able to learn
new things and work in a stimulating environment. The Naval Reservists
say they want a challenge. I1f we combine the first two categories in
Table 7.5, ninety-five percent say a sense of accomplishment is either
very important or important to them in their work. A far greater
percentage placed value on these kinds of incentives than on the more
materialistic beneficts such as pay, security, retirement.

From our earlier discussions, we discovered that the main reasons
individuals join the Naval Reserve are for pay and for retirement;
however, they certainly expect a good deal more from their related
activities than these economic incentives. 1In Maslow's hierachy of needs
economic drives are primary, but once this need is satisfied, the level
of expectations rise. If these high expectations about what they should
get from their work are not satisfied then they very likely will fail to :
reenlist, thus the current crisis in retention,

Equity ' !

A related problem is concerned with whether reservists think they are
being treated fairly and whether work is sensibly organized. It is
hypothesized that the greater the sense of inequity the less 1ikely the
intention to reenlist. In addition to the effects of perceived inequity
on the individuals themselves, to run roughshod over people's feelings
at what is fair contributes to a decrease in the cohesiveness of the unit
which inevitably leads to general personnel problems. Because of the
history of racial and sexual discrimination in this country, minority
relations ig an area of special significance where leadership is critically
important if the unit 1s to work effectively.
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TABLE 7.5

DESIRABLE QUALITIES IN A NAVY SUPERVISOR

If 1 were supervisor 1 would try to:

Make a Great

Effort
To Do This

Check with subordinates daily to see
if they need help. 52%
Encourage my subordinates to set
their own goals and objectives. 51%
Set goals and objectives for my
subordinates and sell tkem on the
merits of my plan. 41%
Set up controls to assure that my
subordinates are getting the job
done. 362
Step in as soon as reports indicate
that the job is slipping. 35%
Make sure work is planned. 332
Allow subordinates to make important
decisions. 312
Closely supervise to get better
work. 267
Push wy people to meet schedules
if necessary. 222

Source: 1979 REDCOMREG SEVEN Retention Study
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TABLE

7.6

ATTITUDES ABOUT WORK GENERALLY®

——

- ——n e

-

Degree of lmportarce

Item Very lmportant Neutral or
Important Unimportant

1. Sense of worthwhile

accomplishment 612 34% 4
2. Fair treatopent from my

supervisor 60X k1.4 52
3. Chance to exercise

indepondent thought and

action 542 39% bk
4, Oppoctunities to learn new

things from my work 543 40% 5T
5, Stimulating and challenging

work 54% 40% 6X
6. Opportunities for personal

growth in my job 51% 43X 6%
7. A sound retirement plan 48% 412 10%
8. Great job security 46% 392 152%
9, High respect from my

co-workers 45% 45% 10X
10. Fleasant working climate 392 50% 112
11. Fringe benefits 9% 49% 123
12, High salary 352% 502 16X
13. Quick promotions and

advancement 27% 51% 23%
Source: 1979 REDCOMREG SEVEN Retention Study

*fercentage figures that do not total 100 percent are due to rounding errors.
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Looking at Table 7.7, it becomes clear that among most all reservists,
there is a strong fecling that they ave being treated fairly and equally.

The one exception i{s among black Naval Reservists, Among most reservist@
however, 57 percent agree that work 1s sensibly organized, 58 percent
think favoritism is discouraged, and 65 percent believe that people work
together to solve unit problems. Seventy-five percent of all reservists
believe that people arc quickly integrated into the unit, 64 percent
tiiink the chain of command is receptive tov new ideas and 53 percent say
that their unit is a closely knit group. Very tfew are fearful te

express their opinions and the level of hostility among unit members is
quite low. These positive feelings are present vven though 85 percent

of the reservists belleve that their unit contains members with widely
varying backgrouds. The facts from our earlier study of background
characteristics do not support this perceived cultural diversification,
but reservist believe thev are participating in a group that is made up
of many different kinds of people. They also accept the idea that these
individuals have a right to be there. FEightv-two percent of the males,
for example, reject the idea that women should not be in the Navy. There
is a feeling of cohesiveness in that a majority of all groups believe
that people work together to solve unit problems.

Attfitudes of women Reservists

When we turn ouv attention to the attitudes of women reservists,
we find that the attitudes of most women are consistent with those of
the entire group. Sixtv-nine percent of the women reservists say that
they are treated fairly, 76 percent think that people are quickly
integrated into the unit, 69 percent think people wuik together to solve
unit problems, and 62 percent belicve the chain of command is receptive
to new ideas. Fifty-two percent of the women reservists say that favoritism
is discouraged and 55 percent believe that the unlt is a closely knit
group.

A comparison of the attitude of women with those of wen in the
Naval Reserve, reveals that there is very little difference. In fact,
women believe they are treated more fairlv than men do, altiiough the
difference 18 so small as mest likely to be accounted for by chance.
Fifry-two percent ot the women think favoritism is discouvraped and 59
percent of the men agree. Seventy-six percent of the women think peop’e
are quickly integrated into the unit and 75 percent of the men apree.
The grcatest disagreement is coucermed with whether work is sensibly
organized. Unlv 47 percent of the women think that it is, whereas 57
percent of the men belleve that work 1is sensibly organized. 1t would be
interesting to probe and find out why women believe an imp~ovement in
this area i» needed but the survey design docsn't permit this luaury.
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TABLE 7.7

COMPARISON OF ATTITUDES CONCERNING EQUITY IN THE NAVAL RESERVE AMONG
BLACKS, WOMEN AND OTHERS IN THE NAVAL RESERVE

Percentage Who Agree That The Statement
Is True or Mostly True

Blacks Whites Women Men All
Reservist

Blacks are treated fairly 402 83x 71% 77% 762
Women are treated fairly 55% 68% 69% 662% 612
Favoritiem ie discouraged 362 622 52% 59% 582
People are quickly

integrated into this

unit 64% 77% 76% 752 75%
People work together to

solve unit problems 632 782 69% 76X 652
The Chain of Command is

receptive to new ideas 492 67% 622 65% 642
Work i1s sensibly organized 49% ST% 47% 57% 57%
This unit is a closely

knit group 40% 56% 55% 53% 53%
*Some members are hogtile

to other members of this

unit 25% 14% 192 16% 16%
*Members fear to express

their true opinions 282 14% 15% 167 16%

"4 T

R

e oy

Source: 1979 REDCCMREG SEVEN Retention Study

Note: Items with a 3tar (*) indicate that apree responses represent a
negative opirion concerning the degree of equity in the unit.
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Attitudes of Blacks in the Naval Rowerve

When we turn our atteatdon to the attitude of blacks tu the Naval
Reserve concoming tatmmess and aqual opportwity, we {ind conusldevable
diftevences between thedr opinlons and those of thelr white shipmates.
When asked whether they thonght 1t was true that blacks are tveated
fairly in the Naval Reserve, 40 percent of the blacka npreeded that they
did; howevetr, 81 percent of white roservists satd (hev ll\uur_lu blachks
ware treated faivly., Thin vepresents a Jifterence tn pereentage of 43
pereentage pofntas Mowt whites think that blacks ave bedug tveated taindy,
but most blacks are not persuaded that this (s Crue. 1o every catepoty
in Table 7.7, blacks have much leas cont adence fn (he equity of the
system than whites.  Ouly 30 pevcent of the blacks compared to 02 peveent
of the whites bellove that tavovrit{am ts discouraged: oulv 40 pereent
of the blacks comparved (o 57 peveent of the whites thilbnh therr anit ts
clogely knft group; and onlyv 49 percent of the blacka compated o 67
pereent of the whites are ot the optnton that the Chadn of Comand
responsive to new fdeas. An han been Tound An o many othetr stwlics (o
cthnde politfen, the pereeptions of blacks and whitea vary widely revatding
the cquity ot the social svstem fu whiteh they both prvtucipate. Althoueh
fuprovenents way have been made (n roeductng Jecvimboat bon agatuse Blachs
fu the Navy, there fu st a conatderable gap between the peteeptionn ol
blacke and whites (u the degree of equity preacat fu (he sy atew,

Although Bla ke ave detinlte iy mote shepCioal than white vener o tate
conceming the egqutey of the system, Table 708 shows (ot there fan a0 Tavee
contingeat of black:s who ave andecfded about these matters, Look ing
undev the "Madectded” solumn, we see that the poereentage taures 1an,e
from 23 to 41 peveent who bave not made up thets mind. The malon{ty of
hlacks on most of thesae questiong teed that they are bedng trested faf i,
Tt in only by comparfason with whittes that thets level ol dduentong in
evident.  Only 21 peveent of the black veservists bel{eve that hlacks in
thedlr unfts are treated untainly, 1Y peteent say that thete tnono
cqual vppottuntty e job assfpnment s and 24 percent belicve tht there s
tavoritiam, Veods true that 47 peveent of the blacks sav that they fean
toexprens thetr optoton and o cimibar number believe that aonie ot the

i toare hostiie to ather menbero, but the overail partern indicages
that blacks In the Naval Keserve feel thev ave treaved taby v, svitd
there o vas dbrterence berween the pereeptions of hlacks mnd vl foes
1'0}{4\1\(\'1\;{ theae mattoer s, Thin valnen questiona as (o how teeling o of
fnegquity 1elate o retention.

lequity vai, Reenl o rment

Table 709 shows that Leelings of dnegquliy e sedbared Co the fntent ion
to 1eenlfer, Frtev-nds peteent of (hose whe believe theie fa vgual joeb
oppettumity will detintioly reenliat, whereas, onlv (9 perteent ot thouse
who belfeve there o dueguality plan (o osfay o the Keserve thor e wine
thiluk taverfeism fa diccomaged ave more Hkely o siav (e heee whye
disapree, and those e Teel that they ate pant of a0 Lo Iy kit Ry
Are more brkeldy te veentist inan those who den't, Vhae preator the pereefved
cqutty the higher the peveent pe of those who dntend 1o 1eenlbet .
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TABLE 7.8

ATTITUDES OF BLACK RESERVISTS TOWARD THE NAVAL RESERVE

Percentage#

s Statement Definitely Palse Undecided True Definitely
F False True
¥
E
<“Blacks are treated
;. fairly 9% 122 K}') 4 35% 5%
%}qual Opportunity in
£, Job Assignments 7% 12X 3o 422 9%
;Favoritism
;; Discouraged 7% 17% 412 282 8x
?People quickly inte-
grated into unit
activicies x 92 23% 49% 16X
Some members are
hostile to other
members of the unit 1% 37% 27% 18% 72
Members fear to
express their
opinions 13% 347 262 237 4X
This unit 18 a closely
knit group 5% 20% 5% 31% 92

Source!

*Note:

e e

IR AT L

1979 REDCOMREG SEVEN Retention Study

The total number of blacks surveyed was 288,




TABLE 7.9

RELATION BETWEEN CONCKPTS OF EQUITY AND INTKENTION TO REENLIST

Intend to Reenliast

Statementa® Definitely May Don't Unlikely Definftely Numbaer
will Kunow Will Not
Equal Opportunity Def. T. 562 172 182 kY4 b 27 (481)
7 In Job True ;4 182 26X 6% 8t 46 (840)
Aseignment DK [ P} 4 14% 42% 91 13% 16 (289)
) False 21% 182 38% 61 172 v (138)
: Def. F. 192 92 387 14% J0Y 4 (84)
Favoricism Def. T. 58% 17 152 4% 62 16 (28/)
Discouraged True 487 20% 291 4% ST - 42 (715%)
DK 24" 152 407 10% 122 29 (520)
Falge 32z 152 31 (4 162 10 (177
) Def. . 252 122 0% 92 24% 4 (76)
3
£ Unit is a closely  Def. T. 58% 162 15% 47 7 100 (180)
c knit group True 487 192 23% 4 v% 43 (710
E DK 27 15% 36 10% 105 2T (4R7)
H False 312 152 34% 5T 152 17 (300)
e Def. F. 272 12% 28% °% 215 4 (67)
E Source: 1979 REDCOMREG SEVEN Retention Study
E, tNote: Def. I'. = Definitely True, DK = Don't Know, Def, F. = Definitely Falae
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The relationship between the perceived inequity of the system by
~ blacks, and their intention to reenlist is very weak. Table 7.10 shows
“—~that 23 percent of those blacks who reject the statement that, "Blacks
are treated fairly,”" say they definitely intend to reenlist whereas 21
parcent of those who feel that the statement is true definitely reenlist.
The difference between 23 percent and 21 nercent is oanly 2 perceantage
points, The attitude of blacks concerning the equity of their treatwment
‘does not predict whether they intend to reenlist. The explanation for this
may be because they are treated as fairly or more fairly in the Naval
" Reserve than in other outside types of activities. It could also be
accounted for because there are other overriding considerations such as
pay which make it worth the effort although they feel they are not being
treated as equitable as do whites. Our earlier analysis on background
characterigstics showed that far more whites than blacks intend to reenlist.
The explanation for this, however, must lie elsewhere than in the perceived
fairness of the Naval Reserve.
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Although improving the perception of blacks concerning the fairness

5 of the Naval Reserve may not increase retention rates, it is ioportant

to reduce these feclings for a number of other reasons. In the first place,
the Navy is committed fo policy of equal opportunity. Second, feelings of
being treated unfairly probably affect performance and the operational
readiness of the Reserves. Most important, however, i{s the need to
develop a system where merit is the overriding criteria rather than ones
position in the society. No system where there is a minority of people
who feel miatreated will function as well as one where all the people

feel that they are getting their fair share and advancement 18 open to

all who are willing to make the effort.
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Summary
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In summary, we find that Naval reservists think that their Commanding
Officers provide strong leadership to their unit, although they are not
ag impreased with the leadership of their Petty Officers. Democratic
leadership stylev are widcspread and preferred over authoritarian leadership
ctylea. Most reservigts belleve they are treated fairly and that fovoritism i
is discouraged. Women have been integrated into the units very well but ¥
blacks still feel that they are not treated as fairly as whites. The g
general attitude toward work is to place great value on intrinsic benefita =
and less emphasis on extrinsic rewards. The generalization that a
consultative leadership style encourages retention is confirmed.




TABLE 7.10

RELATIONSHIP BETWEEN EQUITY AND RETENTION AMONG BLACK NAVAL RESERVISTS

Intention to Reenlist

Definitely Hope Don't Unlikely Definitely Number

wil To Know . Will Not
Blacks are Definitely
Treated Fairly False 23% 97  41% 92 18% 8 (22)
False 12% 122 642X 6% 62 12 (31
Undecided 20% 202 4% 6% 6% 39 (103)
True 19% 162 51% 7% 6% 35 (94
Definitely
True 21% 29% 362 142 0 5 (14)

Source: 1979 REDCOMREG SEVEN Retention Study
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The analysis so far has focused on socioeconomic background
characteristics and satisfaction with various aspects of the Naval Reserve
“and leadership. We have shown that economic motivations and attitudes
toward work are important explanations of the intention tv reenlist, and
that leadership styles can influence behavior in desirable ways, but
could it not also be possible that reservistsfeel an obligation to serve
their country and a sense of citizen duty which 1s asssociated with their
centinued participation with the Naval Reserve? This section is an
investigation into the role of civic responsibility or what might be
called patriotism.

Reserviats in this Readiness Command, according to Table 8.1, have
a hlgh sense of civic responsibility. Seventy-six percent feel that
ordinary citizena ought to engage in some form of public service, 71
percent agree that a good citizen has a duty to help out in the community
and 65 percent say that they would have felt like they had neglected
their duty 1f they had not joined the military. In our earlier discussion
concerning the primary reason for initial affiliation with the Nagval
Regerve, 11 percent of the reservists gave patriotism as their primary
reason for joining the Navy. Although this ran behind drill pay, retire-
ment and mandatory obligation; 1t still ranked fourth out of a possible
118t of 18 reasons that might have been given for joining the Navy.

Citizen Duty

Not only do thege respondents feel a high sense of citizer duty to
serve their country, they also believe that once they have committed
themselves to a4 job they have an obligation to do their best. Ninety-
three percent of those questiovned aaid that it 1s the duty of a person
to do his job the very best he can, and the same percentage indicated
that they felt very badly when they failed to finish a job they had
promised to do. Critics may charge that these are "leading questions” and
certainly more work on testing the validity of these items 18 necessary;
however, the initial results are interesting given the fact that the
preponderance of behavioral literature runs contrary to these findings.

Looking at the relationship between a sense of civic responsibility
and the intention to reenlist, we find in Table 8.2 that 56 percent of
those who "strongly agree' that one has an obligaticn to do public service,
intend to reenlist; whereas,only 23 percent of those who "strongly
disagree', plan to reenlist. The same relationship existswhen you consider
the reservists' attitudes toward citizen duty. Piftv-five percent of
those who 'strongly agree' that individuals have a duty to help in the
community, definitely intend to reenlist; whereas, only 33 percent of thosc
who "strongly disagree" with this statement plan to reenlist. Among those
who grew up with the idea that they had military responsibilities as well
as general community obligations, we find that 58 percent definitely plan
to reenlist and among those who "strongly disagree' with this norm 24
percent plan to stay in the Reserves, The pattern of reaponses indicate
that Naval Reservistshave an extremely high gense of civic responsibility
and serving in the Naval Reserve is one way to fulfill these obligations.
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TABLE 8.} : _ L
SENSE OF CIVIC KESPONSIBILITY [Q
Percentagq*

Agree Don't  Disagree
General Statements Civic Responsibility Know 5
1. Ordinary citizens ought to feel é
obligated to engage in some form ;
of public service (not necessarily ) 3
military) while they arc young. 76X 112 132 B
2. A good citizen has a duty to help a
out in the community. 71% 122 18X }
} 3
3. 1 would have felt like I neglected ;
my duty if 1 had not joined the =
military, 652 192 2812 5.

Source: 1979 REDCOM REG SEVEN Retention Study

*Percentage figures which do not tot
errors,

al 100 percent ave due to Tounding




TABLE 8.2

RELATIONSHIP BETWEEN SENSE OF CIVIC RESPONSIBILITY
AND THE INTENTION TO REENLIST#*

Intention to Reenlist

Statement** Definitely Hope Don't Unlikely Definitely Number
will To Know Will Not
Obligation to do SA 562 152 202 5% 5% 31% (569)
public serxrvice A 36% 202 12 5% 9% 45% (812)
DK 252 142 342 132 132 11Z (202)
D 312 17 332 7 132 11Z (192)
3] 232 72 30% 7 34% 3% (44)
Duty to help in SA 55% 162 192 4 6% 23% (417)
the community A 40% 19 29% 52 8% 482 (870)
DK 19% 152 392 132 14X 12% (214)
D 342 152 312 72 132 14% (261)
SD 332 92 242 132 22% 3% (55)
Neglect omes duty SA 58% 162 162 5% 47 252 (445)
if hadn't joined A 45% 192 262 32 7% 35% (640)
the military DK 27% 172 36% 112 9% 132 (239)
D 232 172 382 92 13% 22% (349)
SD 242 123 312 82 292 5% (96)

Source: 1979 REDCOM REG SEVEN Retention Study

*Percentage figures which do not total 100 percent are due to rounding errors.

**Note: These concepts were measured by asking respondents whether they agreed or

115

disagreeded with the following statements:
obligated to engage in gome form of full-time public service (not necessarily
military service) while they are young, a good citizen has a duty to help out
in the community like doing church work or belonging to a civic club, and I
would have felt like I neglected my duty 1if I had not joined the military.
Strongly Agree = SA, Agree = A, Don't Know = DK, Disagree = D, Strongly
Digagree = S§D.

Ordinary citizens ovght to feel
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Although they inevitably give economic rcasons for joining the Naval Reserve; 3
and these motivations arc no doubt legitimate, they also have a moral -
obligation to do their duty bv participating in the civic affatrs of their e
comrmIm syt .

Atticudes toward wacr

This raises questions about the attitude of resgervist toward war.
If they are individuals who not only are motivated by baslic economic nceds };"
but by a sense of morality, what do they think about participating in an =
organization that 18 for the purpose of fighting wars? The activities of 3
many Americans during the Vietnam War, for example, were a result of their . e
view that the war was immoral. Hundreds of young men sought refuge in
Canada and Europe to escape the draft because they claimed the war was
unjust. These feelings have subsided, but the relationship between the &=
level of moral awareness and military responsibilities remains intriguing. 3

This relationship may be clarified partially by determining whether
Teservistrbelieve war is likely in the near future. 1f there is little
likelihood of war, the moral questions can be pushed into the background.
When asked whether they agreed or disagreed with the statement that
conventional war between the United States and another nation 1s a real
poseibility, Table 8.3 shows that 82 percent agreed, 10 percent didn't
know, and 8 percent disagreed. The possibility of war is very rcal to
Naval Reservistg, however, in response to an earlier question about the
pogaibility of the Naval Rescrves being recalled to active duty we found
that 55 percent of the reservists thought the chances of a rccall was
about 20 percent or less. Although titey believe war is likely, thev
think the chances of their being asked to fight are fairly rcmote.

When reservists were asked about the possibility of an all out war,
their responses were not so straightforward. Most simply said they didu't
know. However, Table 8.3 shows that 35 percent agreed, 42 percent didn't
know and 23 percent disagreeded that all out war was likely within 15
years. Although the chances of conventional war perceived as much greoter
than all out war, it is not beyond the realm of possibility for over one-
third of the reservists questioned. Reservists view the possibility of
a8 limited nuclear war between the U. S. and Communist forces within the
next 15 years as having about the same chance of occuring as all out war,
Apparently reservists are somewhat less able to make the kinds of veflned =
distinctions along the "escalation ladder' that are made by such high- i3
level strategist as Herman Kuhn (Kahn, 1947 ). !
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TABLL 8.3

. ATTITUDES OF NAVAL RESERVIET TORARD UAR®

i Statement¥® Agree Don't Know Disagree
1. Conventional war betwecn U. S,
and another nation is always a
real possibility. 2% 108 8%
2. All out war is likely within
15 years. 35% 42% 23%
3. Limited nuclear war between the
U. S. and Communist forces is
likely within 15 vears. 314 41% 0%
4, All wars are immoral. 112 215 474
5. World VWar 1] was a just war, 48% 192 33%
6. The Vietnam War was a just war. 21% 22% 57%
7. It sometimes bothers me that 1
am a member of an organization,
the Naval Reserve, that {s
- organized for the purpose of
. fighting wars. 17% 10% 73%

- Source: 1979 REDCOM REG SEVEN Retention Study
*Percentagce figures which do not total 100 percent are due to rounding vrrors,

**Noto: These concepts were measuted by asking the respondent whether

. he agreed or disagreed with the following statements: Conventional
R war between the U. S. and another nation is alwavs a real possibility,
e all out war 1s l{kely within 15 years, and limited nuclear war

between the U, S, and Communist forces is litely within 15 years,

T )

117

-

L \mu;.‘.m.mm»_mm.‘.‘.m.‘.. M‘ i




When you examine the attitude of reservists toward the morality of war
or the concept of a "just war," we find that almost one-third of the
reservists think that all wars are immoral. Forty-elight percent accept the
idea that World War Il was a just war, but only 21 percent agree that the
Vietnam War was just. The affect of these attitudes toward the Vietnam
War 18 moderated when you realize that it has been almost 10 years since
that unpopular war was concluded. Most young people in the Navy were in
grade school during the 1960's and for them the war is somcething thuey
read about in the historvy books. 1t {s no doubt true, however, that when
57 perrent of the reservists fecel that the purpose fouv which they might
have been called on to fight was immcoral, retention is made morce difficult.
These questions concerned the past. A more reloevant item involves the
present. When agsked if {t sometimes bothered them to be a member of an
organization, the Naval Reserve, that is organfzed for the purpose of
fighting wars, 73 percent rcsponded that it did not bother them. Naval
Regservists, like other Americans, are aware of the ethical implications
of their activities, but they do not feel that their participation in the
Naval Reserve creates any moral problems for thew,

Even if reservistido not function at the level of grand strace v,
they are involved in politics and other forms of civic life. The
question is, whether community involvement detracts from their Naval Reserve
particlpation or reenforces it? The old adage that if vou want something
done, give the job to a busy person may well apply to Naval Reservists who
are active in their communitv.

Political Activity

Naval Reservists naturally spend most of thel{r time in civilian
pursuits, which include various community activities. Such community
service often involves politics. It should, therefore, be no surprise
that Naval Reservists are very politically active. They sav tiey are
interested in politics, they vote and some campaign.

Table 8.4 reveals that Naval Reservists are far wore involved in
politics than most Americans. Seventy-eight percent of the respondents
were registcred to vote, 71 percent expressed some interest in politics,
and o9 percent claimed to hiave voted in the last general clection. ! is
only with such activities as campaigning that the percentape figuce drops
to 2b percent but even this is far in excess of national average. This
level of involvewent is probably explained because of the relatively high
socloeconomic level of most Naval Resevvistd,

Not only are Naval Reservists highly involved in politics, but those
who are most involved are most likely to intend to reenlist. 7Table R.4
shows that as one's finvolvement in politics increases, the decision o
reenlist is more likely. Fortyv-five percent of those who are registerced
to vote comparcd to 2D percent who aren't, say thev definitely wiil
reenlist; 42 percent of those interested in politics compared to 32 percvent
who are not say they defi{nitely will reenlist; 47 percent of those who
voted {n the last general election compared to 25 percent who did not
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TABLE 8.4

RELATIONSHIP BETWEEN POLITICAL INVOLVEMENT AND INTENTION TO REENLIST

13
Intention to Reemnlist ;1
Political Definitely Hope Don't Unlikely Definitely Number 3
- Involvement® will To Know Will Not B
1. Registered Yes 45% 182 25% 5% 6% 782 (1,415)
to Vote No 222 142 35% 9% 212 202 (365)
2. 1Interested Yes 422 17 262 6% - 712 (1,291)
in No 32z 19% 32% 7x 112 143 (260) 3
Politics
.4
3. Voted In Yes 47% 19% 247 52 - €97 (1,242) -
last No 252 142 362 10% 16% 30X (545) E
General ¥ -
Election X
4, Talk Yes 45% 172 252 62 74 647 (1,159) §;
Polictics No KV 182 312 72 13% 282 (504) 14
5. Campailgned Yes 532 14% 22% 4% 7% 263 (473) %
No 362 18% 297 7% 102 9% (1,243) f?g

Source: 1979 REDCOMREG SEVEN Retention Study E

oy

Note*: The Uncertain category was not listed since it represented a very small
number of respondents, only 3% were uncertain whether they campaigned,
9% were ' 1certain whether they voted, % were uncertain whether they were
registered, and 8% were uncertain whether they talked politics.
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aay they definftely will reenlist; 45 percent of those who talk politics
compared to 32 percent who do not, say they definitely will reenlist;

and 93 percent of those who eampaigned compared to 36 percent who did not,
say they definitely will reenllst, At every level of politieal parti-
cipation, rescrvists who are involved in politics are more likely to
reenlist than those who are not {avalved in the political procoss,

If political involvement offers a poasible explanation {or retention,
political party 1dentificatton does not. Foriy—two pereent ot the
Democrats, 44 percent of the Tadependents and 46 percent of the Republicans
Fay they would definitely roenlist., Well over halt ot the respondents
(1,211) are efther wcertain or belteve that both parties are about the
same when it comes to nat lonal defense spending.

Although partisanshlp scems undmportant, tdeologleal orfentatton is
siguificant. The more conservative one sees hilmself the more likely he
will reenlist. About 40 percent of the reservists were conscrvative, 3
percent were IHberal and 17 percent safd they didn't think o {deolopical
termy.  However, most Naval Reservists are cither conservat fve or moderate.
Of those who clafm to be conservative, S perceat will detinftely reenlise,
whercas only 25 percent ot the Hbepals say they will reealtst. The
wmoderates fall closer to the conscrvative end ol the scale with 43 percent
aaylug that they will recalise, Politieal dnvolvement {n posftively
aggociated with one's Naval Reserve particlpation but partlsan feellngs
scem to be velatively wnimportant {n explafning retention,

Sunmary

Tn summary we {(nd that veservists have o hilgh sense of civie
vesponsaibility aud feel a duty to serve thedr country,  They apre s that
conventional war {a llkely but are not convineced that all out nuacl-ar
war 18 {nevitable. Fven {f there {8 s war, they think theiv chances of
bedug recalled to active doty are remote. They believe war {8 fmmoral
buit they experienced no apparcent problems with the possiblility of beiag
recalled o the event ol natfonal emerpency. The members of the Noval
Reserve are fuvolved (o polivica, They are faterested nopolictes, tatk
politicn, vote and campaiyn at higher Tevels than most Awer Leane:.
Although party tdentifteatfon does not predict atentlon to veenllag,
{deologlenl orientatlion s o sipafticant.  The wmore conservative one eos
himweli, the nore Tikely he will reenlfst,  Generallv, we tind thar o
high donde of clvic vesponsth ity and political Involvement o positively
agsociated with retentlon,
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The purpose of this research {8 to explain a reservist's decision to
continue participating in the Naval Reserve. We found that most reservists
have evory intention of continuing their affiliation with the Naval
Reserve. Most of those questioned never or rarely think of getting out,
Over half of the resorviats, for example, pive themselves a 90 percent
chance or better of remaining in a drilling unit for another year and
an 803 chance of remaining in the Reserve for twenty years. They are
career motivated. Certainly we have moved a long way from the days when
Commander Roe was afraid that {f hias ships' boats were unattended by
officera, the crew would leap and run.

Social and Feonomic Profile

The social and economic profile of the Naval Reserviat shows that
fu civilian life he 18 relatively successful, likes his work, and thinks
of himaelf as cofther a working or middle class American. Most are white,
Protestant, marricd males with approximately two dependents,  These
reservists have a high sense of civic responsibility, feel obligated to
participate {n community acitivites, and think that all Americans have
a duty to serve their country. However far the regular actlive duty
sallor may be from the mainstream of American life, the Naval Reservist
is nquarely 1n the middle.

Role

The Naval Reservist was not alienated by his active duty military
experience, but remembers those daye 1n an extremely positive way. He
continues to feel & strong sense of {dent{ty with the Navy. As one
might suspect, thesce feellngs bacome more intense as age, longevity,
and rank/rate are increased. From what we found, reservists experience
very little role conflict between their civilian life style and their
mil{tary norms. Unlike the problems of the 1960's with counter-cultwe
pressures and anti-military attitudes, these reservists are very comfortable
in the Navy. An explanation for this {8 probably a combination of
social changes and more flexible Naval personnel policies which reduce
the force of the cross-pressures on the reserviats.  These tindings
support the preliminary fudepth {uterviews of reserviats given before the
survey.  The soclalfzation process which tranastorms civilians 1nto military
roles has beear successful,

Impact of Family

Capt. Jamea FE. Williama' recognition of the {mportance of rhe family
13 extremely accurate.  Resevviats who have the support of their spousc
are far more ltkely to reenliat than those who do not. This {8 especially
fmportant glven the fact that the Naval Reserve {s a married man's outfit.
It was aluo catablished that the greater the number of dependents, the
greater the Hkelthood of reenlistment, No doubt more attention should be
given to the reservints' famfly than is currently being done. This would
have a ponitive affect on the retention rate,
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Bconomic Incentives

When ashed why they joined the Naval Peserve, the responses most
often given were economic benefits, although 11 percent indicated their
primary reasons were patriotic. Very few gave professional advancement
and even fewer gave soclal reasons. It is disappointing to learn that
only 2 percent of the respondents sald they joined the Naval Reserve
because of the training they might expect. The explunations for joining
the Reserves given by reservists in REDCOM REG SEVEN correlate almost
perfectly with those given several years ago in REDCOMSFRAN and LOSA.

It would seem that despite vast reorganization and increased operational
readiness, individuals join the Reserves now pretty much for the same
reasons they used to join - pay and retiremeut benefits. Though they
joined the Reserve for pay and retirement, they expect a great deal more
from their drill experience.
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Self-Actualization and Sstisfaction

Naval Reservists are operating at Maslow's higher levels of bhis
hierarchy of needs which include self-esteem wnd self-actualization.
They say they want the opportunity to have a sense of accomplishment, to
exercise independent thought and action, and to work in a stimulating
and challenging environment. They are dissatisfied with how the drill
compliments their civilian occupation, how thelr abilitles are utilized
and the amount of responsibility they have been given. They feecl that
more time should be devoted to rate training and professlional reading,
and less time spent on going to meetings and writing reports. Like the
safilors in the surface fleet discusaed by LTJG Dengler, Naval Reservists
are impatient with a system that tolerates poorly equipped Naval Reserve
Centers. They find the classroom boring and prefer hands-on-type
training experiences, These findings clearly reenforce the critical need
for the SBS Trainer. 1t is important to recognize that, as Vroom (1964)
hypothesized, satis{actlon, although not necessarily a goed predictor of
performance,is an explanation for retention. The higher the level of
satisfaction with various aspoects of the Naval Reserve experience, the
higher the intention to reenlist.

i et
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Leadership and lquity

Reserviasts generally feel thar the leadership and supervision they
receive in their units are good. Thelr Commanding Officer, they say,
provides strong leadevship., It is also true that democratlc instead of
authoritarian leadership styles are widespread and prefered. Most Naval
Reservists have an expectation of fair and equlitable treatment by their
of ficera. They teel favoritism ia discouraged and there is equal oppor-
tunity 1i. job assignments. Women have been well integrated into most units
and their atcitudes arce in most respects similar to men. lacks, however,
do not feel that they are treated as fafrly as do whites, Even so, most
blacks belfeve that they are part of a closely knit group that treats
them cquitably. The leadership of the Naval Reserve from these survey
results appears to be effective in integrating both women and blacks into i
thelr units. The generalizatlon that a consultative leadership style -
encoureges retentlon tu conf {rmed. :
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Moral Obligation

The Naval Reservist, as we have sald, is very much a part of the
mainstream of American life. They feel a high sense of citizen duty,
and a strong need to do their job the very best they can. 1o feoet,
60 percent of the reservists said they would have felt ltke they neglected
their duty if they had not joined the military. This loyalty is combined
with an awareness of the moral implications of war. According to
Kohlberg's levels of moral development, Naval Reservists would probably
be on level four which means tley are concerned with carrying out their
duty, have respect for authority and are concemed with stability and
order. Although many reservists think there is some question about the
morality of all wars and especially the Vietnum War, most do not think
that their participation in the Naval Reserve ralses any moral problems.

We find that Naval Reservists are highly tnvolved with politics,
They talk polftics, vote, and campaign at levels much higher than the
average Americ.n,  Although partisanship does not predict retention,
ideological orfentation docs., The more conservative, the greater the
likelihood one intends to reenlist. Ove o7 the most important findinps

is that the greater the involvement in community affiars, the move likely
the intention to reenlist.

Base ' on these tfindings, a major thrust of a retention program
should | obably be dizected at the principal clientele group which are
middle~class Americans. These are the people who compose most of the
Naval Reserve and who are llkely to make or break the group's cffectiveness.
However, individuals who fall outside of these categories should also
be encouraged to remain a part of the program. The Navy has a uanique
opportunity to strengthen 1ts manpower pool by demonstrating that it
offers an equal opportunity for everyone to professionallv advance. A
1ikely candidate for dropping out of the Naval Rescrves in REDCOMREG SEVEN
is someone in thelr mid-twenties at about the end of four years of service.
They are likely to have a low fncome and be relatively uninvolved in the
community. As young adults move into more responsible positions In
society, the Naval Reserve is more likely to hecome an fmportant part of
their 1ife. 1f one 1s developing a strategy to improve retentfon, ft

is critically {mpartant to focus attention on resevvists fn thelr carly
twenties so that when the natural socfal and cconomic pressures promel Ing
retention begin to take effect, the most talented personuel will still

be around. By the time a reservist is in his thirtices, he probably intends
to stay with the program.
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Recommendations for Change

It 1« apparent from thia {nfrial descriptive analysis of the
rescrvist popuiation of REDCOM SFVEN that retention i{s g selective problem.
Therefore, recommendations for change should be targeted for that sector
of the population which suftery most severely from the affiiction. This
sector is composcd of enlisted personnel who are between twenty and
thirty years of age, who arce efther unmarried or have few dependents,
who are financtally constrained, and who are junfor in rank with less
than five ycare of service.

In addition to concentrating on the locus of the problem, specific
qualitative i{ssues within this location must be addressed.  The fssues
thus far identified include family {uvolvement, traiuing, administrative
support, misuse of skills, clvic¢ fuvolvement, leadership, civilian job
conflict, and boredom.

The following polley rveconmmendat {ons fn relative order of
importance are suggested. 1t should be noted that these recommendations
are neither revolutiomary nor are they particularly new. Indeed, oavy
have been implemented fn a varlety ot contexts,  However, these
recomwndations take on new importance when viewed from the perspective
of the foregolng descriptive analysis. 1t they arce dmplementod systema-
tically rather than picecemeal (as bas been done previously) with & clear
understanding of their combined potential for increased retention, then
the problem of retention may be significantly reduced.

Specific 'roposals

1. Sensitize active duty persomiel to the absolute reguitement that
admin{strative support willingly provided for drilling reservists s

the summum bouum of thelr professional li€e. This is espectally ceritical
during the first thvee to six months of an enlistee's atf{l{ation. 1t

18 during this time that administrative fndifference wreaks the most
havoe; this 1s the time when the vecruiters' promfses are put to the
initial test and when expectations and reality ace compared fn terms of
satisfaction, Command at tention, senaltivity tratning, and {udoctrination
divigions are strongly recommended.  ft goes without » ying that veceipt
of the paveheck s the stugle most fmportant ftem which must be accomp lished.
This study has repeatedly afffrmed that financial consfderation i: the
prime mover ot participation,

2. Tnwvolve the tamily (especially the wife) in Reserve participatyon,
Center and it Commanding U1 ticers should tnftfate contact with the wife
and tamily through personalized corespondence and tamtly-ortented soctal
events such as cook=outs and ahort toura of nearby Naval and civilian
points of intervest.,
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3. Conduct a skills inventory of each unit and center, concentrating on
interest and abilities other than those related to the reservists' rate,
Then, usc those skills to the benefit of the community and the Naval
Reserve.

4. Increase reservists' participation in civic projects at the local
level. Do this as a unit on drill weck-ends, other than WET's. This
accomplishes two purposes: (1) It reduces the well-documented dissatis-
faction with boring classroom lectures, and (2) It meets the demonstrated
need of reservists-to increase civic involvement.

5. Increase WET oppoitunities to provide realistic hands-on training.
Reprogram money accordingly.

6. Increase effor s tu upgrade equipment available in the Rescrve Centers,
The SBS program should be accelerated and emphasized In anv cost trade-
off analysis.

7. Screen prospective unit Commanding Officers for unacceptably high levels
of authoritarian lcadership tendencles. Validated tests are avalliable
for this and are being used In industry.

8. Recognlze cutstanding performance by letters of comrendation and such
programs as ''sailor of the quarter,' Make awards at moining quarters.

9. Periodically contact civilian employers and, most cspecially, immediate
supervisors and tell them that the Naval Reserve appreciates thelr support.
Emphasizce that the reservist is doing a good job and inter that this is

the result of good leadership and supervision on the part of the employer.

10. Periodically invite employers and supervisors to organized social
activirties,

11. Provide opportunities for asegmental drilling when job conflicr is
apparent.

12. Increcase the efforts to vvercome the feelings among minority groups
that they are being treated unfairly. This siiould be done by recognizing

their contribution to achleving organizational vhjectives rather than
through paternalism,

13, Do not underestimate the effectivencss of appeals Lo patriotism
and civic duty. Pay is a necessary causce of initlal attiliation but is
not always guffficient to retain the better reservists,

14, Ungertake a hard look at the trafning program with o view to developing
innovative alternatives to what many reservistssec as a dull and dreary
exercise. For example, {t might be possible to reschedule drills to take

advantage of college or technical courses offered in *he community or bring
in trained teachers to offer a gerles of courses celevant to the wi{ts'
needs.
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Retention is a multi-faceted problem. It must be attacked by all
levels of cowmand, but the needs of the drilling reservist wmust comprisc
the battleground. The foregoing recommendations partially blueprint a
strategy of change, but more refined analysi{s is necessary to more
specifically isolate those factors which will require attention by all
who are concerned friends of the Naval Reserve.

Future Research

The literature suggests numerous altermative explorations in the
analysis of retention. This preliminary report provides an overview of
what has been learned, but more narrowly focused indepth analyses of
various aspects of this behaivior are required. Although the data
collected in Readiness Command Region SEVEN provides grist for this mill,

a4 national study would be more comprelienaive and provide greater confidence
in 1ts resulta.
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NAVAL RESERVE READINLSS COMMAND REGION SEVEN
NAVAL (1ant

Charttsi1oN S C 29408

11 .10N 1979

PERSONAL.
To: Commanding Officers/Officers in Charge
Subj: Retention Study

1. During the Conmmanding Officers' Conference you attended
recently, you were briefed on a retention research project
that would be conducted this summer within Readiness Command
Region SEVEN. The purpose of this study is to help us better
understand some of the strengths and weaknesses in the Naval
Rcserve and to determine what kinds of changes we ought to
consider in order to improve the quality of the Naval Reserve.

2. The information collected is confidential and will be
analyzed statistically to expleain the unacceptably high levels
of attrition in the Naval Reserve. The data will not be used
for inspection purposes nor will the findings be reflected in
your fitness report. It ic an effort to develop gencralizations
about the levels of satisfaction with various aspects of the
Naval Reserve and how these attitudes are related to the inten-
tion to reenlist. A profile of those roservists lost prior to
their EOS or who fail to reenlist will be constructod so that

we can determine if there is a patter. of attitudes, beliefs and
opinions associated with attrition. As soon as an analvsi, of
the data is complete, you will be forwardeos copies of the reports.

3. You will be receiving instructions shurtiy about the admini-
tration of the questionnaire. 1t should require about two hours.
Your cooperation in modifying vour schedule so tra® this survey
can be completed expeditiously is appreciated.

[ Y 9l o
Wi, I, GIIMORE
Rear Admiral, ''SNR
Commander
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NAVAL RESERVE READINESS COMMAND REGION STVEN
NAVAL. BASE

CHARLESTONR, S C. 29498

17 June 1979

from: Comaander, Naval Reserve Readiness Command Region SEVEN
To: Commanding Officers, Naval Reserve Centers
Commmanding Officers, VIU's

Subj: Readiness Command Region SEVEN Retention Study, 1979

1. As all of you know from your briefing at the Reserve Center Command-
ing Officers' Conference in Charleston last spring, Readiness Command
Region SEVEN is conducting a study into the problems of retention. Your
cooperation and assistance in the research effort are appreciated.

2.

The Commanding Officer of the leserve Center is responsible for adminis-
Lering the questionnaire with the assistance of the Conmanding Off icor
of the VTU, to all officer and enlisted reserve personnel in the Rescrve
Center. [t is mandatory that each percon in the Readiness Command have
an opportunity to answer the questfons on the survey. If this informa-
tion is to be useful, however, uniform procedures and instructions must
be carefully followed. It is particularly important that the confidern-
tiality of the participants be protected.  Your attention is directed to
the datailed instiuclions in NAVRESREDCOMREGSCVENNOTE 1040 of 12 Junc

1979 and to the General and Vertatim Instructicons for admiristration of
the questiornaire,

3. As soun as the analysis of the data is complete, you will be forwerd-
ed reforts hased on this information. Retention is extremely important.
From this research, it may be possible to develop poiicies and prcovams

that will make the Naval Reserve a more attractive career, and strengthen

our national defense effort. [ urge you to give this survey your personal
attention.

Wn, J. GILMORE
Rear Admiral, USKNR
Conmander

APPENDIX B.1

You will, in the next few days, receive a package of survey wiglerials.
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NAVAL RESERVE READINESS COMMAND RECGION SEVEN
NAVAL RASE

CHARLERTON, SOUTH CAHOUINA - 2D40K IN ALPLY REFEA YO

Code S52:MLB
June 12, 14979

MEMORANDUM FROM THE RETENTION OFFLCER
To: Distribution List
Subj: Retention Study

Ref: (1) NAVRESREDCOM REG SEVEN NOTICE 1040 of 12 June 1979
(2) RADM Gilmore's ltr dtd 11 June 1979

Encl: (1) General and Verbatim Instructions for administration of
survey

1. 1In accordance with references (a) and (b) Readiness Command
Region SEVEN will conduct a survey of the officers and enlisted
personnel assigned to the Readiness Command. FEnclosure (1) 1s a
copy of the General and Verbatim lustructions for administration

of the questionnaire. Additional copies will be forwarded with the
questionnaire becks in the next few days.

2,  As you know the purposv of this project 1s to collect information
which will be of help to all of us in undevstanding retention. 1
want to assure you that our findings will be made available to you,
and that the information will be used constructively.

3. 1 recognize that it is always dif{ficult to rearrange the drill
schedule on short notice. Your ccoperation in conducting this re-
search is greatly appreciated.

9
/
. 4 /
' /.
%/Kf’f 7ec -
M.L. Boy
CDR  USNBAR

Distribution:
NAVRESREDCOM REG SEVEN List 11

APPENDIX B.2
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NAVAL RESERVE READINESS COMMAND REGION SEVEN

NaValL BaRE Canc: Nov 79

CHARLESTON, SROUTH CAROLINA 20408 IN REFLY REFRR TO:

NAVRESREDCOMREGSEVENNOTE 1040
Code 52

NAVRLESREDCOM REG SEVEN NOTICL 1040

Subj: Naval Reserve Retention Study

1. Purpose. To assign responsibilities in connection with the
administration of a personnel attitude survey being conducted
within Readiness Command Region SEVEN Reserve population.

2. Discussion

a. The survey is to determine opinions of Reservists con-
cerning various aspects of their participation in the Naval he-
serve. The data collected will give an indication of the role
the reserve plays in their life, their feelings about their
reserve activities, and their attitudes concerning various
sogcial issues. The purpose of this research is to provide an
explanation cf{ the excessive number of controllable losses with
- a view to eliminating those practices which drive good people

out of the Naval Reserve.

b. A questionnaire has been developed to be administercd
to all reserve officers and enlisted personnel assigned to
: Readiness Command Region SEVEN. Copies of the quest.ounaiie,
answer sheets, and instructiops for adminisiratior of the survey
will be mailed to the Naval Reserve Center Commanding Officers.
.. The questiconnaire should be given to each Reservist during
period alpha on the drill following receipt of the survey material.

¢c. The Commanding Officer of the Naval Reserve (Center will
reccive a package of gquestionnaires that are serially numbored.
. An inventory by unit is provided so that control of wvhich units
; have responded and which have not can be maintained. Tlwre il

- !

: ~¢ at least one questionnaire for each Reserviet,

d. To reduce the likelihood of bias caused by hovie, ones!
<.

R T I R R
]
¥

supcrvisor present, the guestionnaire should be adm:nistercd
and proctored by someone not in the unit. It 15 sucaested
-- that the administration of the survey be done by otficer:
: attached to the VVPU, in cocperation with the Retent o Team,
g - and under the direct supervision of the Commanding + [icer i
: .. the taval Reserve Center. Active duty support pers anpel wavw
5 < be used as proctors if needed. AlthoughReserviits may ta o
: - the questionniire with people from other units, they shovld be
’ Jivieied inte at least three groups by rank and rate M {roer.
= FA-16, ES - E1)Y, and "tested" 1n coparate spaces. It i¢ an

portant that all Reservists take the questionnaire under coama oo

APPENDIX C




NAVRESREDCOMREGSEVENNOTE 1040

conditions. Therefore, the procedures and arrangements normally
followed in giving Navy Advancement examinations should serve as
a model.

¢. To protect the conf{identiality of cach Reservist, the
proctor must collect the answer shests, and put them into a
sealed envelope. This information must not be shown to anyone
in the unit and should not be analyzed locally. The completed
answer sheets should be forwarded to Readiness Command Region
SEVEN (Code 52) within five days. The Reserve Centers Com-
manding Officer is responsible for maintaining a record of the
Reseorvistsin each unit who did not take the questionnaire and
of making arrangements for these people to be surveyed at the
first available opportunity.

3. Action

a. Commanding Officers of Naval Reserve Centers: Administer
questionnaire to all Reservist supported by his center in accord-
ance with instructions provided and return answer sheets to RED-
COM REG SEVEN (Code 52).

b. Unit Commanding Officérs: Coordinate with reserve center
commanding officers on planning of a drill date and time for unit
personnel to answer survey questionnaires. The target date is the
June drill but no later than the July drill.

Cc. The survey coordinator 1is:

CDR Milton Lee BOYKIN, USNR-R

REDCOM REG SEVEN (Code 52)

‘Charleston, SC 29408

Phone: FTS - 794-6025/4712
Commercial - 803-743-6025/4712
Home - 803-577-0716

All answor sheets shall be returned to the Survey Coordinator ASAD.

The questionnaircs should be returned when conveniant.

Distribution:
NAVRESREDCOM REG SEVUEN DIST L1ST
11, 111
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FOR THE

ADMINISTRATION OF THE COMMAND-WIDE NAVAL RESERVE SURVEY
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CENERAL AND VERBATIM INSTRUCT IONS
FOR THE

ADMINISTRATION OFf THE COMMAND-WIDL NAVAL RESERVE SURVEY

The Commander Naval Reserve Readiness Command Reqion SLVEN is conducting
a survey of all naval reserve nersonnel in the Readines: Command,

It is important te maintain stardardized procedures in dthe adeinistiratio

of the questionnaire. The answer of individual respondenis witl be of value
only if all administrators give the same instructions. Personncl acting as
proctors of this survey should be thoroughly familiar wifh 1he ccnera! in-
structions and the verbatim instruction..

I GENERAL INSTRUCTIONS:

. The survey shall be administered by active duly app et peronoe
tf possible or by members of the VILL 11 myst not be adminisicrod by oo

in the unit of the rescrvists taking the questionnaire.

2. 1he survey should be adminlstered the first day 2! Jrill darin,.
Feriog Alfa., (Saturday morning) It a personnel inspaction is ~cheduied
by tue REUCOM, then the questionnaire shall be adminisicrod irmcgioic!y
after the inspection.

5. Allow approximately two hours for completion of the questioniain,
It requires about 10 minutes to read the verbatim insyaction af gl
I .1/2 hours to answer the questions in the survey book,

4. The qguestionnaire shall be administered 1o Msplid" crou ..
1 P

I. Officers
7. =6 ond abhove
2,

T=" and below

voo oo sgrvey must be monitored continuously 1o Insure that « o,
st orderly atnnephere i maintained,

Survey beoobe should sot be placed on gosks ar Talsbe v o
Fminictration ot this survey. When respondents are woon'cd, proos dlors ol
hand cot the materiatb to the individuo! respondents aid 1her 10 oy

verbedim deedructiens which ot forth the procedure for anceosr 1o 0 g
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7. When questions arise, during the administrartion ot the survey,
advise the respondent to bring the question to the attention ot the proctor,
The proctor can answer factual questlons for the respondeni., (i.e. He
may tell the respondent that a "CT" Iy a Communications Technlclan.) lhe
proctor should not, however, provide information which calls for an opinlon
on the part of the respondent.

8. Given the complexity of some of the instructions at the beginning
of each subsection, the proctor should road these carefully so he/she will
be able to clarify these instructions as necessary.

9. On completion of the questionnalre, answer sheots will be placed
in the envelope pirovided and when the last anuwer sheet is turned ia, the

2

envelope will be sealed in the presence of those taking the questionnaire

and returned to the Commanding Of ficer of the Reserve Center. He will then

forward these directly to the Retention Qftficer, Readiness Command Reagion
SEVEN (Attn: Ccde ©2).

(0. After 45 minytes 3 shori break should be provided o that Reservists
may rest; however, the proctor must quard againe? ony "bull sewsions!
developing concerning the subject material., Standing in piace s rocommended;
however, Reservists may qo to the head 1f necessary.

I'l. As sach respondent completes his questiionnaire, the procior shouly
insure that the following material is turned in: The sorialized tooklet,
the answer sheet, and tho pencil.

12 Once the answer sheet has been turned in toy the proctor, e oone
else in the reserve center will hava access to the answer sheet,  The
senior proctor will ensure that all answer sheets are praced o the
envelope provided and the envelope is sealed.

3. The proctors should take the questiionnaire inemselve. tefore
administering it to other Reservists, VIU proctors sheald fooward theid
answer shects Jdirectly to the Retontion Ofticer, Readiness Command Readon
SEVEN (ATTN: Code 92). Actise duty support peorsonine! may doateey thei
answer sheets,

14, Now turn to the Verbatim Instructicns and road them aloud 1o e
Roservist.

i e oo
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11 VERBATIM INSTRUCT!QN§ (READ SLUWLY AND DiSTINCTLY)

1. Goop MorNING.,
2. You SHOULD HAVE IN FRONT OF YOU A QUESTIONNAIRE, ANSWER

e bbbt o &
" i 20002 T A

L

- ...4. RS R
T L DL

SHEET, AND A PENCIL. IF YOU DO NOT HAYE ANY OF THESE ITEMS, KAISE

YOUR HAND AND A PROCTOR WILL ASSIST YUu IN OBTAINING THEM,

5. 1 wouLD LIKE TO DIRECT YOUR ATTENTiON 10 A LETTER IN THE
FRONT OF YGUR QUESTIONNAIRE FrROM RADH Witiiam GicmorRe, USNR,
CommanDer, ReaDIness Command Regron SEVEN. (TurN Y0 THE LETIER
AND READ ALOUD)

4, | WILL NOW READ YOU THE PRIVACY STATEMENT. (READ ALovD
THE PRIVACY STATEMENT ON PAGE 1 IN vHE QUESTIONNAIRE),

5. THIS SURVEY CONTAINS A SERIES OF QUESTIONS DEALING WiliH
WHAT YOU THINK ABOUT A VARIETY OF ISSUES RELATED TO [HE NAvAL
RESERVE. YOUR ANSWERS ARE COMPLETELY CCNFIDENTIAL. Nc ONE IN
YOUR UNIT WILL SEE YOUR RESPONSES SINCE ALL REPORTS WILL %
SUMMARIES OF A LARGE NUMBER OF INDIVIDUALS, WE WILL ASK FOR
YOUR SOCIAL SECURITY NUMBER AND OTHER UNIT INFORMATION, HOT IN
ORDER TO !DENTIFY YOU, BUT TO PROVIDE AN OPPORTUN:i1Y FOR GROUP
COMPARISONS IN FUTURE ANALYSIS. PLEASE DO NOT PU1 YOUR MAMF N
THE ANSWER SHEET. AS SOON AS THE INFORMATION HAS DLEN AMNAIY. LD
YOUR ANSWER SHEETS WILL BE DESTROYED AND VOUR SOTTAL SECURITY
NUMBERS WILLL RE DELETED FROM THE DATA FILE. IN THIS WAY IT witi
BE IMPOSSIBLE YO IDENTIFY YOU WITH ANY OF THE ANSWER:L YOU hiave
GIVEN,

6. VAIT rOR INSTRUCTIONS PRIOR TC COMPLETING ANY BLUCKS ON
YOUR ANSWER SHEET. ACCURACY IN FILLiNG OUT YOUR ANSWLR SHIL

IS REQUIRED [N ORDER THAT THE QUESTIONNAIRE MAY Bt DROPERLY B A

"
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7. AFTER YOU HAVE READ EACH QUESTION, INDICATE YOUR RESPONSE
BY CIRCLING THE CORRECT NUMBER ON THE ANSWCR SHEET, D9 NOT WRITE
"IN THE SURVEY BOOK,

For ExampLi;:
, QUESTIONNAIRE ANSWER SHEET
1, ARe you oA MEMBER OF THE NAVAL o
ESERVE?
1. Yes 2. Mo MH@P234567390

2, WYAT 1S YOUR AGE? .
(ASSUMING YOU ARE 23 YEARS OLD) (2) ] )3 u Q

3. WouLb you AGRFﬁ &SAGREE THAT
PEOPLE IN THE NAVAL RESERVE ARE )
GENERALLY PAID WHAT THCY DESERVE? (3) 1234567 38390

1. STrRONGLY AGREE

. PGREE

. UNCERVAIN

. NISAGREE

. StroneLY DISAGREE

(CIRCLE WHAT YOU THINK IS THE APPROPRI!ATE ANSWER: If YOU AGREE
WITH THAT STATEMENT. THEN YOU WOULD HAVE CIRCLED A "2"; AND IF
YOU DISAGREE, THEN YOU WOULD HAVE CIRCLED A "4").

8, GIVE ONLY ONE ANSWER TO EACH QUESTION. [F YOU CHANGE
YOUR MIND PLEASE ERASE YOUR OLD ANSWER, ALSO REMEMBEX TO GIVE
YOUR ANSWER BESIDi THE APPROPRIATE QUESTION NUMBER ON THE ANSWER
SKEET,

9, READ THE FOLLOWING iTEMS INDICATING WHAT YOU BELIEVE
TO BF THE CORRECT RESPONSE., IHERE ARE NO "R1GHT” aND “WRONG”
ANSWERS, Wt 31MPLY WANT YOUR OPINION. IF YOU THINK THLRE ARE

TWO GUOD ANSWERS, THEN SELECT TAE ONE YOU BELIEVE 70 BE THE MOST

APPROPRIATE. [N SUCH MATTYERS, IT 1S USUALLY BEST TO PUT DUWN
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NAVAL RESERVE READINESS COMMAND REGION SEVEN
NAVAL BASE
CHARLESTCY, S. C. 28408

Dear Naval Reserwist:

An interesting research project ts being conducted in Readiness
Command Region SEVEN and I am writing you at this time to request
your participation in this important study.

The object of this research is to help all of us better under-
stand some of the strengths and weaknesses of the Naval Reserve.
No one ts in a better position to know these than you. A question-
naire has been developed so that you can have an opportunity to
express your attitudes, opinions and beliefs about the function of
the Naval Reserve and about your role in this organtzation.

This survey is one way of finding out what kind of changes we
ought to consider, so that we can comply with the instructions of
the Chief of Naval Operations that, "We must change those practices
which drtve good people out of the U, S. Navy and make a naval career
as attractive and satisfying experience as possible". I can assure
you that your help is greatly appreciated and that your observations
will be taken seriously.

Thank you for taking the time to answer these questions.

Sincerely,
f L,
L WMM
\
Wm. J. GILMORE

Rear Admiral, USNR
Commander
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SURVEY OF NAVAL RESERVISTS

REOCOM 7

PROTECTION Or PRIVACY

Public Law 93-579, entitled to Privacy Act of 1974, requires
that all individuals be informed of the purposes and uses to be
made of the information which is solicited. The following 1s
. *nished to explain why the information is requested and the
gens ral uses to which that information may be put.

Autnority: The information requested is being collected as part of
a study conducted by the Retention Office, Naval Reserve Readiness
Command Region SEVEN (REDCOM SEVEN) and sponsored by CNAVRES/REDCOM

SEVEN.

Purpose: The purpose of this survey is to provide an insight into
the problem of retention in the Naval Reserve. The information
obtained will be usecd to analyze those social and psychological
characteristics associated with high levels of turnover and to
develop a profile of the "loss prior to EOS" personnel in the
Naval Reserve of REDCOM SEVEN.

Uses: Individual responses are Confidential. Summarized statistical
data which do not contain individual identifiers may be provided to
the CNAVRES, The Office of Naval Research, and other researchers for
use in analysis related to personnel policies and jssues.

Effects of Non-Disclosure:
No penalty wil) be imposed for failure to respond to any particular

questions.

Participation in the survey {s voluntary.
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INSTRUCTXON:

This survey contains a series cf questions dealing with what you
think about a variety of issues related to the Naval Reserve. Your
answers are completely confidential. No ome in YQUR UNIT will see your
individual responses ~ince all reports will be summaries of a large number
of individuals. We have asked for your socilal security number and other
unit informatf{on, not in order to identify you, but to provide an
opportunity tor group comparisons 1in future analysis,
put your name on the answer sheet.

Please do not

Read the following items indicating what you believe is the correct
response. There are no '"right" and "wrong" answers. We simply want your
opinion. If you think there are two good answers, then select the one you

believe is most appropriate. In such matters, it is usually best to
put down what comes to your mind first.

Mark all your answers on the specinlly prepared answer sheet provided.
Give oaly one answer to each question. If you change your mind please erase

your old answer., Also remember to give your answer beside the appropriate
question number on the answer sheect.

After you have read each question, indicate your response by circling
the correct number on the answer sheet.

Yor Example:

Questionnaire Answer Sheet
1. Are you a member of the Naval Reserve? 1. 224567890
. Yes 2. No
2. What 1is your age? 2, 134567890
(assuming you are 23 years old) 1204 56 8 9 0
3. would you aﬁree or disagree that 3. 1234567890
people in the Naval Reserve are

generally paid whet they deserve?

1. Strongly Agree

2. Agree

3. Uncertain

4. Disagree

5. Strongly Disagree

(Circle what you think is the appropriate answer:
If you agree with that statement, then you would have

circled a "2"; and if you disagrce, then you would lLave
circled a "4"),

1f rhe suivey is to be helpful in {improving the Naval Reserve for present

and f.iture sallors, {t 1s important that ynu provide honest and thoughttul
answers, and that you 'tell it like it 1s!'" Please answer all the questions,

h A Kk K Kk ok ok k A k Kk Kk A Kk k X Kk X

IF YOU DO NOT UNDERSTAND THE DIRECTIONS, ASK THE SURVEY ADMINISTRATOR FOR HIELP,

it
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PART I: STANDARD BACKGROUND ITEMS E

The following questions ralate to your naval and personal background. I
Your answers are confidential and will be usad only in statistical summaries.

Instructions: Please anawer each of the following by salecting an answer
listed below the question.

IR

——— . e . . e e . i e . S ——

Questions

1, vhat is your sex?

1. Female :
2. Male : -

2, What 1s your Race!?

1. Negro (Black)

2. Caucasian (White)
3. Indian (American)
4, Oriental

5. Other

3. Marital Status?

1. Single (never married) B
2, Married and living with spouse
3, Divorced
4, Separated
£ 5. Widowed
6. Common Law Marriage
7. Other

4. How many dependents for Tax purposes do you have other than yourself?

1. NONE
2, 1
: 3. 2
£ , 4, 3
] 5. &
3 6. S5 or more

sl
w

What is your educational level?

Eight grade or less

Some High School

High School Graduate

Some College

Associate Degree (Two year Program)

Technical School Graduate

College Graduate (Four year Program)

Graduate School

Professional School (Law School/Medical School)

Nole SRR SNV, Y SNV I L B
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6. What is your statusa in the Naval Resarve?
1. Drill Pay

i

nt e KA L T AT “!‘m@“‘}mmm
I

2, Non-Pay ; E
3. No longer active in thé Narpl Reserve EE
4. Other e

7. Did you come into the Reserve under the Advanced Pay Grade Plan?

1. Yes .
2. No

8. When do you dril1?

1. One weekend per month

2. One weekday evening per week -
3. Two weekday evenings par month :

4, Incremental (No specific scheduled time)

5. Other

9, When would you prefer to drill?

. T
QU R AW A NPT S S P AT

1. One weekend per month

2. Ome weckday evening per waek

3. Two weekday evenings per month a
4. Incremental (No gspecific scheduled time) G
S. Other

10, Have you ever been in a Non-Pay status?

1. Yes
2. No

11. wWhich of the following categories best fits you?

1. Mandatery driller
. After completing my legal reserve obligatfion, I reenlisted as 4
voluntary driller

3. ! was formaelly Regular Navy (USN) but enlisted in the Regerve after
my enlistment expired

4. 1 had active duty with another service before cnlisting in the
Naval Reserve

5. 1 have had no former military experience

6. Other

a

T

"

12, What is your prasent Rank or Rate? (Indicate the two digfit number to

the Teft of your rank or rate on the Angwer Sheet. For cxample - 1f you 3

are a P02, write 12 on the Answer Sheot.)

G1. CAPT 0-6 09, SCPO F~-8

02, COR 0=5 10. CPO E-7 z

03, LCDR  0-4 11. POl E-6 F

04, LT 0-3 12. PO? F-5 i

05, LTJG 0-2 13. P03 Y4 1

06, ¥NS 0-1 14, SN E-3 :
- 07. WO wi, 2, 3, & 4 15. SA, SR E-2 or k-1 ¢

08. MCPO  F-Y '
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13.

14.

What is your designator?

01.
02.

03.
04,
05.
06,
07.
08.
09.
10,
11.
12,

13.

What 1is your present Rating?
digit number to the left of your rating.
write 020 on Answer Shecot.)

ABE,

020
021
023
030
011
040
050
060
070
080
081
082
090
100
110
111
112
113
120
130
140
150
160
170
180
190
200
210
211
212
213
214
215

Not applicable, I am not an officer 14.
I am a Warrant Officer therefore 15.
my deslgnator is not listed below, 16.
1105 17.
1115 18.
1125 19,
1135 20.
13X5 (aeronautical related designators) 21,
19XS (under instruction designators) 22.
1405 23.
1515 24,
1525 25,
1615 26.
1635

ABE
ARBF
ABH
AD
ADR
AE
AF
AG
AK
AME
AMH
AMS
A0
AQ
AS
ASE
ASH
ASH
AW
AT

AZ
BM
BT
BU
CE
CM
CTA
CT1
CT™
€TO
CTR
CTT

220
230
240
250
260
270
280
290
300
310
320
321
322
330
340
341
342
343
350
3s1
352
353
360
370
380
390
400
410
420
430
440
450
460

DK
DM
Dp
DS
DT
FA
M
EN
X0}
FQ
ET
ETN
ETR
EW
FT
FTB
FTG
FTM
CM
MG
MM
(MT
M
HT
IC
™
18
Jo
1.1
1.N
MA
ML
MM

1645

1655

1685

1705

2105

2205

2305

2505

2905

3105

4105

5105

My designator is
not listed

(Indicate on the Answer Sheet the three

For example - 1f you are an

470 MN
480 MS
490 MT
500 MU
510 NC
520 oM
530 os
540 OT
550 PC
560 PI1
570 PH
580 PM
590 PN
600 PR
610 QM
620 RM
630 SK
640 SM
650 SH
660 ST
661 STG
662 STS
670 SwW
680 TD
690 ™
700 uT
71C YN
720 AN
730 FN
740 (N
750 DN
760 SN
770 Other

Iy
PR

P

AR
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15.

16.

17.

18.

19,

How many times have you been on Active Duty for Training (ACDUTRA)?

1. One
2. Two

3. Three

4. TFour

5. Five or more

6. None

How many times have you been with your unit on a weekend training exercise
(WET)?

1. One

2. Two

3. Three

4, Four

5. Five or more

6. None

Approximately how many years of Active Duty with the Navy did you complete?

VOSSRV DEWN -

»

None

One year or less
Two years

Three years

Four years

Six years

Eight years

Ten years

Over ten years

Have you been on Active Duty with a military service other than the Navy?

AU DWW -

How

O~ -

No

Alr Force

Army

Coast Guard

Foreign Military Organization
Other

much time did you spend on Active Duty assigned to an Afloat Command?

Never on AcDu

Always assigned to a shore station
One year afloat

Two years afloat

Three years afloat

Four years afloat

Five years afloat

Six years afloat or more

i
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20.

21'

22.

23.

24.

Approximately how long have you been a drilling member of the Naval Regserve? 4
1. Six months or less 13
2. One year B
3. Two years i
4. Three years 4
5. Four years e
6. Five years BE
7. Eight years ' i
8. Twelve years 4
9. Fifteen years or more i
About how much time do you spend driving to and from your Reserve drill E
per month? (Roundtrip for the entire weekend) 1;
1. One-quarter hour (15 minutes) %
2. Ome-half hour (30 minutes) !
3. One hour a2
4, Two hours E
5. Three hours 3
6. Four hours H
7. Five hours or more

Approximately how many miles to the Naval Reserve Center from your home
(Round trip)?

et g & * AE I

0l., 1 mile 11. 11-15 miles

02. 2 miles 12, 16-20 miles

03, 3 miles 13. 21-25 miles )

04, 4 miles 14. 26-30 miles é
05. 5 miles 15, 31-40 miles : 5
06. 6 miles 16. 41-50 miles 5
07. 7 miles 7. 51-75 miles 3
08. 8 miles 18. 76-100 miles

09. 9 miles 19. 101-150 miles {
10. 10 wmiles 20. 151 and over miles 4]
What 1s your approximate income from all sources including snpousc's carnings -
if applicable? )
01, $0000 - $§2,999 11. $30,000 - $32,999 :
02. $3,000 - $5,999 12.  $33,000 - $35,999 g
03. $6,000 - $8,999 13. 836,000 - $38,999 1
04, $9,000 - $11,999 14. $39.000 - $48,999 ]
05. $12,000 - $14,999 15. 849,000 - $58,999 ]
06. $15,000 - $17,999 16. $59,000 -~ $68,999 3
07. 518,000 - $20,999 17. $69,000 - $78,999 4
08. $21,000 - $23,949 18. §79,000 - $£88,999

09, $24,000 - $26,999 19. §89,000 - $98,999

10.  $27,000 - $29,999 20. $99,000 - and above

What 1is your age as of your last birthday? (Indicate age on Angwer
Sheet.)

P
i
1

5 t




25.

27.

28.

29.

30.

31.

(i Lkt

Do you think the general public holds a Naval career in low regard?

1. Yes
2. No

How do you rate your social ciags?

1. Lower Class

2. WVorking Class

3. Middle Class

4. Upper Class

5. Other

6. Don't Know

7. Refuse to accept idea of claas

How would you rata your parent's social class?

1, Lower Class

2, Working Class

3. Upper Working Class

4. Middle Class

5. Upper Class

6. Don't Know

7. Refuse to accept idea of class

Where were you rearad as a child?

1. Country

2. Town

3. Small City

4. Large City

S. Combination of Communities
6. Other

7. Don't Xnow

Where do you reside?

1. Central City
2. Suburbs

3. Rural

4, Other

What region of the country do you come from originally?

1. Northeast
2. Midwest
3. Plains

4, South

S. West

6. Other

Are vou from a career nmilitary family?

p—
.

Yes
2. No
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What is the nature of your employment (Check the category which most
nearly describes what you do)?

1.

Higher executives of large concerns, owners of large businesses,
major professionals (Examples: directors and officers of large
companies, brokers, large dealers, accountants (CPA), dentists,
engincers, lawyers, doctors, professors)

Business managers, owners of medium-sized businesses, and lesser
professionals (Examples: branch managers, dietrict managers,
executive assistants, postmastar, store managers, contractors,

jewelers, correction officers, nurses, librarians, pharmaciats,
social workers)

Administrative personnel, owners of small businesses, znd minor
professionals (Examples: chief clerks, credit manager«, private
secretaries, sale representatives, service managers, lou.l business
owners, artists. reporters interior decorators, trave! 9 :nts)

Clerical and .ales workers, technicians, and owners of 3uall
businesses (Examples: bank tellers, business machine operators,
clerical or stenographic workers, sales clerks, shipping clerks,
draftmen, fnstructors, inspectors, technical assistants, corner
grocery, talior shops, etc.)

Skilled manual emplovees (Examplea: barberes, butchers, carpentera,
electricifans, firemen, 1inemen, machinists, painters, plumber ,
policemen, postmen, shectmetal workers, tool makers, weavers weldcers)

Machine operators and semi-skilled emplovees (Examples: apprentices,
assembly line workers, bus drivers, delivervmen, garage and gas
station attendants, guards, meter readers, roofers, truck drivers,
wrappers)

Inskilled emplovees (Examples: parking lot attendants, counterman,
farmm helpers, freight handlers, janitors, laborers, street cleaners,
unskilled factory workers, window cleaners)

Student

Housewife, primary responsibilities

are in the house, take car
of children. ' c e

GO TO THE NEXNT PAGE
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33, What type of unit are you presently drilling with? (Write on the Answer é
Sheet the four digit number appearing to the left of your unit,) it
ASHEVILLE, NC éé
70101 NR FP-1095 T. C. HART 0103 RNMCB 24 DET 1324 k
0102 NR 2 MARDIV MED E 607 0104 NR SIMA CHASN 1007
0105 VTU
AUGUSTA, GA
0201 NR MARDIV MED A 207 0203 NR CBC GULFPORT DET B
0202 RNMCB 14 DET 1214 0204 VTU

(°"5 NR HM 1407
CHARLESTON, SC

0301 NR AS 18 ORION DET 107 0313 NR NWTRAL 107

0302 NR COMINEWARCOM 107 0314 NR COMTRALANT 107

0303 NR MOMAG DET 1107 0315 NR FTG SDDET 107 g
0304 NR COMNAVSURFLANT DET 707 031€ NR SIMA 307 :
0305 NR CARGO HD BN 4 DET C 407 0317 FRSA LANT DET CHASN 107 :
0306 NR 2 MARDIV MED HQ 107 0318 NR NSY CHASN HQ 1C7 :
0307 USS CONE DD 866 0319 NR NRDC CHASN PI HQ 107

0308 USS FEARLESS MSO 442 0320 COMMINERON 12 (NRF)

0309 NR SIMA CHASN DET 207 0321 COM DESTROYER SQDRON 34

0310 NR SECGRUACT HOMESTEAD 407 0322 RNMCB 14 DET 0914 1
0311 NR TELCOMABFC C3A2 107 0323 NISO 1407 E
0312 NR NRDC CHASN PI DET A 107 0324 VTU .

CHARLOTTE, NC §

0401 NR DDG-2 C. F. ADAMS 207 0408 NR NRDC CAMP LEJ DET A f
0402 NR DD-338 INGRAM 3007 0409 NR ASB LG 307 HQ o B
0403 NR CARGO HD BN 4 HQ 407 0410 NR EFD SO DET 107 .

0404 NR 2 MARDIV MED C 407 0411 NR NRDC CAMP LEJ HQ 107 3
0405 NR SECGRUDEPT HONO 1G7 0412 RNCB DET 2024 :

0406 NR PHIBBASE LCK FDSD 0413 SIMA CHASN 1807

0407 NR TELCOMSTA BALBDA 207 0414 VTU

COLUMBIA, SC

0501 NR AD 18 SIERRA DET 207 0504 NR LSO CHASN 107 "
€502 NR CARGO HD BN 4 DET A 407 0505 RNMCB 24 DET Cl124 o
0503 NR Z MARDIV MED B 307 0506 VTU

0507 NR HM 1607
GREENSBORO, NC

0601 NR DDG-44 W. V. PRATT DET 10 05C4 NR CLANTFLT DET 307

0602 NR SECGRUDFPT CGARCIA 107 0605 RKNMCB 24 DET 0824

0603 NR TELCOMSTA BALBOA 107 0606 DIA HQ NRU 307 !
0607 VTU .:




GREENVILLE, SC

0701 NR MOMAG DET 1207

0702 NR DDG-38 LUCE 3807

0703 NR DD-942 BIGELOW 4207
0704 NR CARGO HN BN 4 DET D 4C7
0705 NR 2 MARDIV MED D 507

RALEIGH, NC

0801 NR MSCO NC/NCR/TUN 107
0802 NR CONVCOM NORVA 107
0803 NR TELCOMABFC C3Al 307
0804 NR SURGICAL TEAM 107

SAVANNAH, GA

0901 NR DD-937 Dav1s 3707
09C2 NR CARGO HD BN DET F 407
0903 NR Y750 SAVANNAH 207
0904 NR NAVSTA CHASN FDSD 107

WINSTON-SALEM, NC

1001 NR DDG-45 DEWEY 4507
1002 NR 2 MARDIV MED F 707
1003 NR ALFC B5C LTR DET 1C07

WILMINGTON, NC

1101 NR MSO-490 LEADER 9007
1102 NR FP-1075 TRIPPE 7507
1103 NR CARGO HD BN 4 DET B 407

1200 REDCOM 7 STAFF

0726
0707
0708
0709
0710
0711

0805
0806
0807
0808

0905
0906
0907
0998

1004
1005
1006
1007

1104
1105
1106

NR CONVCOM CHASN/PLMS 207
NR TELCOMABFC C3Al 407

NR COMNAVFOR CARIBBEAN 107
NR SIMA CHASN 907

VTU

RNMCB 24 DET 0324

NR LSO NORVA DET 107
NR U/W ERT 107

NR MAF REL 107

VTU

NR WEAPSTA CHASN DET A29
RNMCB 14 DET 0714

NR WEPSTA CHASN HQ 207
VT

NR PHIBBASE LCK FDSD
NR PERSMOBTM 1007

NR FIG ST DET 207
VTU

NR NCSO W(M/SAMEREAST 107
NR SIMA 1137
VTU

GO TO THE NEXT PAGE
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PART II: RETENTION

A, Instructions: Please answer euch of the following questions by selecting
the andwer which comes closest to what you believe.

Do you intend to reenlist in the Naval Reserve when your enlistment expires?

3(‘0
1. I definitely will reenlist.
2. T hope 1 will be able to reenlist,
3, 1 do not know at this time.
4, T may reenlist but it {8 unlikely.
5. I definitely will not reenliat.
35. If you had to make that decision at this time, what would you do?
1. I would reenlisc,
2., T would not reenligt.
36, How frequently do you think about trying to get out of the Naval Reserve?
1) Never 2) Rarely 3) Sometimes 4) Often 5) Constantly
37. 1f you had to rate your chances of staying in the Naval Reserve on a scale
from zero (0%) to ninetv-nine percent (997%), what would you say are the
chances you would remain in a drilling uwait for another year? (Write
the percentage figure on the Answer Sheet.)
rm— + + ~— — + -+ 4 + «
00 10 20 30 40 50 60 70 80 90 99
Zero % 507% 99 7
Chance Chance Chance
38. Using the same scale, what are the chances of you staying in for another
thiree years?
k- —“— +— +— +- - — 4 + 4
oC 10 20 30 0 50 60 70 80 90 99
Zero % 50% 99 7
Chance Chance Chance
39. Using the same scale, what aie the chances cf you staying in {or at least
fwenty years®
6 + -~ - + . —t —+- + —+ 4 |
0 10 20 30 40 S0 &0 70 80 90 99
Zero % 507 9o
Chance Chance Chance
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I B. Instructions: We are interested in gaining esome information as to why

o you {oined the Naval Rea#r-a and why you continue to par-ticipate. Select
from the following liat of possible answere the one you think 1s most
appropriate, (Write the number on the Angwer Sheer.)

Yy T — — — - — i — S . o o - com—

o > -

POSSIBLE REASONS

01. Drill Pay

02. Exchange privileges

03. Retirement benefit:

04. ACDUTRA

(0>, Drill training

06. Wearing uniform

07, Opportunity for business contacts
08. Status

09. Change of pace from civilian employmant
10. Sense of patriotism

11. Interaction with friends

12. Unit social events

13, Participation in ceremonies

l4. Recruiter influence

15, Mandatory obligation

16. Change of pacr from family life
17. Influevce and authoricy

18. Prometion/Advancement

19, Other

.‘M:f il b R

o

40, ¥hy Jdid you affiliste with the Naval Regerve? Sclect the MOST important
reason from the above 1igt of poassible answers.

41, Why did you affiliate with the Naval Regerva?  Sclect the SECOND MOST

important reason from the above 118t of possible answers,

42, Why do you continue vour parvticipation in the Naval Rewerve?  Seloct
the MOST fmportant reason from the above list of possible answers.

473, Why do you continue your participation in the Naval Reserve?  Sclect
the SECOND MOST important reason {rom the anbove st of possible
ANNwWetL e,

44, To Wwhat mtont has your experience to date in the Naval Keserve been
what you expacted when you first saigned up in rhe program.

15 Mucn worge  2) Worwe than  3) About what 4) Bettoer 5) Much better
than expected  expected vxpected than vxpected  than expected

i How acenarately did your recrutter Jdescribe what the Naval Feserve would
be 1ike?

by Viry M) Mostly 1) HS0/80 4) Moutly 9) Very
Iincoerate Ihoccurate Acvurat Aevurave

RER o - i T i, h
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T C. Instructions: Although we do not anticipate your being recalled to ;jé
: Active Duty, would you give us your feelings about returning to Active N %
. Duty in case of naticnal emergency. 2
© 46, What do you think is the probability of your being recalled to Active o ;zé
: Duty auring the next five vears?
{
4 1. 100% probable L
: 2. 80% ]
k 3. 60% -
4, 40% T
5. 20% g
6. % E
47, How disruptive would recall to Active Duty dbe to your family 1life? 1
1. Highly Jdisruptive effect |
2. Moderately disruptive effect
3. littie disrvuptive cffect
4, No disruptive cffect
5. Don't know l
A8 How disruptive would recall to Active Duty be to your cmplovment atatus? ..
1. Highly disruptive etfect
2. Moderately Jdlsruptive cifect
3, tittle davuptive effect
4. No disruntive cffect
5. Don't know ;
49, How disruptive would recall to Active Nuty be to yvour cconomic situation?
1. Highly disruptive o fect
2. Moderatoely disruptive effect
3. lattle disruptive effect
4, No disruptive cffect
5. DPon't know
50, How would you teel about belupg rocalled to & - fyve Duty !’
. Aceept ecagerly
Accent willingly

. Accept neatrally
. Accept unhappily
 Would resist

. Don't know

N
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PART III: SATISFACTION WITH WORK

A. Instructions: Below 1is a ligt of words which describe moods or feelings.
Indicate the extent to which each of these words describes how you feel
when you are at work. If retired or unemployed, indicate how you felt on

your former job.
Example: a) How "{impoartant” do you feel at work?

To No To A Very To Some To A Great To A Very
Extent Extent Extent Extent Great Extent
1 2 3 5

If you fecl important at work to a great extent, you would mark "4" as
was done here. If one of the other answers came closer to how you felt,

you would mark the appropriate number on the answer sheet.

-

e e - e e Sn e G o o o et -—

HOW DO THESE WORDS DESCRIBE HOW YOU GENERALLY FEEL WHILE ON YOUR CIVILIAN JOB?

Descriptive To No To A Very To Some To A Great To A Very

Words FExtent Little Extent Extent Extent Great ¥xtent
51. SERIOUS 1 2 3 4 5
52. BORED 2 3 4
53. DISGUSTED 1 2 3 4 S
54. WASTEFUL 1 2 3 4 5
55. RESPECTED 1 2 3 4 5
56, INFLUENTTAL 1 2 3 4 5
57. ACCEPTED 1 2 3 4 5
58. USEFUL 1 2 3 4 5
59. HRJISTILE 1 2 3 4 5
60. HARASSED 1 2 3 4 5

HOW DO THESE WORDS DESCRIBE HOW YOU FELT WHILE ON ACTIVE DUTY? (If no Active

Tuty skip to next section.)

Descriptive To No To A Very To Some To A Great To A Very

Words Extent Little ' ant Extent Extent Great Extoent
61, SERICUS ] 2 3 4 S
62, BORED 1 2 3 4 5
63, DISGUSTED 1 2 3 4% 5
64, WASTEFUL 1 2 3 4 5
6%, RESPECTED 1 2 3 4 5
GhH. INPLUENTIAL ] 2 3 4 5
67. ACCEPTED 1 2 3 4 p
H8. USEFU! ) 2 3 4 e}
69. HOSTTLE 1 2 3 4 K}
70, HARASSED ) Y k! 4 k)
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B. Instructions: Now, we are interested in your level of satisfaction with

the Naval Reserve. Listed below are a number of statements which tend to

indicate how you feel at present. Rate each statement in terms of your level
of satisfaction.

Example: a) About having a well qualified leader.

Completely Mostl About Moat1¥ Completely
Satisfied Satistied Average UNsatlsfied UNsatisfied
1 2 ©) 4 5

If you are satisfied that you have a "well qualified leader," you will
mark "3" as has been done here. If one of the other answers came closer
to how you felt, you would mark the appropriate mumber.

For each of the following items, mark the number on the answer sheet which
comes closest to describing how you feel about each item.

Completely Mostly About Moatly Completely
Satisfied Satisfied Average UNsatisfied UNsatisfied
S . 3 i 2 -
STATEMENTS
71. 1In general about all your Inactive Duty Reserve expcricnce,
1 2 3 4 5
72, 1In general about your drill cxperience.
1 2 3 4 5
73. About the amount of authority you have at drill,
1 2 3 4 5
74, About the amount of status you have at drill.
1 2 3 4 5
75. About the use of your talents and abilities at drill.
1 2 3 4 4

76. About the supervisors you have at urill,
1 2 3 4 5

77. About the comradeship you have at dyill.
1 2 3 4 5

78. About the amount and kiund of recognition you get for work well done
during drill.

] 2 3 4 5
79. About the opportunity for promotion during Inactive Duty.

1 ? 3 4 5
80. About the trefning you ger ot Jdrill,

] 2 3 4

w
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Completely Mostly About Mostly Completely
Satisfied Satisfied Average UNsatiafied UNsatisiied
1 2 3 4 5
§1. About the facilities or equipment at drill.
1 2 3 4 5
82, About the amount of drjll pay (if in non-pay, skip unless you wish to
auswer).
1 2 3 4 5
83. About the amount of fringe bLanefits vou receive during Inactive Duty.
1 2 3 4 5
84. About the ocpportunity for « sanse of accomplishment you have In drill,
1 2 3 4 5
85. About the amount of responsibilitv you have in drill.
1 2 3 4 5
86. About your current rate/rank (i1.e. PO2/LTJG).
1 2 3 4 5
87. About vour current rating/designator (1.e. PN2/1105).
1 2 3 4 5
£8, About the unit with which vou are currently affiliated.
1 2 3 4 5
89. About the way drill complements your occupation or profeasion.
1 2 ] 4 S
90. About the amount of time requirad for drill participation.
1 2 3 4 5
91. About the days scheduled for your drill participation.
1 2 3 4 5
92. About the requirement to wear a uniform.
1 2 3 4 5
93. Abouc the regulations {or personal appearance.
1 2 3 4 5
9.. Avout the unit soclal evants.
1 2 3 4 5
95. About th* support you gat from Ressrve Center Active Duty personnel.
1 2 3 4 5
96, About the suppori you gat from unit administrat{ve porecnnel.
1 2 3 4 5
97, About the support your unit receives from the Readiness Commander'w

ntaff,
1
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C. Instructions: You have heen involved in evaluation of the Naval Reserve
as 1t currently is. Now, I would be interasted in knowing if you expect
conditions to change next year. Please use the following code to indicate
how you expect things to be one yaar from now in your unit.

2T 9P e N NN PO PE S A IS s e IBPELIEIEYTIBTSLE

P I A I R A R R R RN B B RN N R B A RPN S )

Completely Mostly About Mostly Completely
Satisfied Satisfied Average UNsatisfied UNsatisfied
1 2 3 4 5

STATEMENTS

98. In general about what you expact cf your drill experience next year.
1 2 3 4 5

99, About the use of your talents and abilities at drill next year,
1 2 3 4 5

100. About the supervisors you will most likely have at drill next year.
1 2 3 4 S

101, About the comradeship you may expect at drill next year.
1 2 3 4 5

102, About the amount and kind of recognition you may expect for work well
done during drill.

1 2 3 4 5

103. About the training you are likely to receive at drill next year.
1 2 3 4 S

104, About the facilities or equipment you expect to have access to next
year,

1 2 3 4 5

GO OTO THE NEXT PAGE
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D. Instructions: Now I would 1like to ask ycu a few questions about your
recent experiences while you were on Active Duty for Training (ACDUTRA)
or while you were on Weekend Away Trainiig (WET). Please indicate your
level of satisfaction with each item. (If you have not been on ACDUTRA
or WET, skip thisg section.)

T 00 0 8 63 D s S0 D000 G F 60684605086 5000080 5600080000000 0000001050080 s0IeaDIEIIOIIIIrITY

{ompletely Moagtl £ dout Mostl{ Completaly
Satisfied Satistied Average UNsatisfied UNsatisfied

1 2 3 4 5

STATEMENTS

105, About your experience generally on ACDUTRA.

1 2 3 4 5
106. About the use of your talents on ACDUTRA.

1 2 3 4 5
107, About the supervisors or instructors you had on ACDUTRA.

1 2 3 4 5
108. About your training generally on ACDUTRA.

1 2 3 4 5
109. About the equipment on ACDUTRA.

1 2 3 4 5
110. About the lodging on ACDUTRA.

1 2 3 4 5
111. About the comradeship on ACDUTRA.

1 2 3 4 5
112, About your sense of ac:omplishment on ACDUTRA.

1 2 3 4 5
113, About your exparience generally on WET.

1 2 3 4 5
114, About the use of your talents on WET.

1 2 3 4 5
115. About the supervisors or instructors you had on WET,

1 2 3 4 5
116, About vour training generally on WET. N

1 2 3 4 5
117, About the equipment on WET.

1 2 3 4 5
118, About the lodging on WET.

1 2 3 4 5
119, About the comradeship on WET.

1 2 3 4 5

120, About your sense of accomplishment on WET,
1 2 3 4 5
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Instructions:

PART IV:

your time both at home and at drill.

Spendirg tqo Spending too
mgch ti%e ?TM) lgt

121.
122,
123.
124,
125,
126.
127

128.
129,
130.
131.

132,
133.
134.
135,
136.
137.
13R,
139,
140.
141,
142,
143,

e s e e s ae sb s e s e e T er e v et e et

Indicate,

TIME UTILIZATION

cer s s

Spending the right

T

-------------

The folluwing questions have to do with how you spend
using the scale below

how you feel you spend your time at each of the activities listed.
the activity is one you dor't engage in, then select "not applicable."

LR

Not
applicable (N/A)

18

tle time (TL) amount of time (JR)
1 2
WHILE AT HOME: ™ TL JR N/A
Conmuting 1 2 3 4
Lawn Work 1 2 3 4
Home Repairs 1 2 3 4
Household Chores 1 2 3 4
Work on Car 1 2 3 4
Attending Church 1 2 3 4
Attending Clubs 1 2 3 4
Talking with Spouse 1 2 3 4
Talking with Children 1 2 3 4
Reading 1 2 3 h
Newspapers 1 2 3 4
Magazines 1 2 3 4
Books 1 2 3 4
Listening to Radio 1 2 3 4
Watching TV ] 2 3 4
News 1 2 3 4
Spurts 1 2 3 4
Movie 1 2 3 4
Specials on P,B,S. 1 2 3 4
Regular Prine-Time Shows 1 2 3 4
Shopping 1 2 J 4
Budget Planning ] 2 3 4
Woodwork 1 2 3 4

: 1,
o i
e et S b il

el b R S e b v b s

JTRITE . P ——

N
Al .22

P

|
T I

e il

T

e e U L TR T T




Spending too Spanding too
much time (TM) litrle time (TL)

- v o - - . ——

1 2

Spending the right Not
amount of time %JR)

applicable (N/A)
3 4

WHILE AT HOME:

144,
145,
146,
147.

148,
149,
150.
151.
152.
153.
154,
155.
156,
157.
158,
159,
160,
161.
162,
163.
164,
165.
166.
167,
168.
169,

Going to Movies

Visiting Relatives
Sailing

Fishing

Hunting

Bowling

Tennis

Basketball

Golf

Picnics at Beach
Listening to Stereo/Phono/Tapes
Photography

Gardening

Eating Meals

Going to Parties

Night Life generally
Weekends with Family
Planning How to Use Future Time
Sicting and Thinking
Continuing Education
Technical School

College Courses
Self-Improvement Seminars
Adult Education

Studying

Looking for a Better Job

19
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2 3 4

2 3 4

2 3 4

2 3 4

2 3 4

23 4

2 3 4

2 3 4

23 4

2 3 4

23 4

2 3 4

2 3 4

2 3 4

2 3 4

2 3 4

2 3 4

23 4

2 1 4

2 3 4 !
2 3 4
2 3 4 £
2 3 4 3
2 k| 4 H
2 3 4 ;
2 3 4 |
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Spending too Spending too Spending *he right Not

e L B

T ™

"

much time (TM) littleztime (TL) amount gf cime (JR) Applizable (N/A)
1
WHILE AT NAVAL RESERVE DRILL (WORK): ™ TL JR
170. Attending Meetings 1 2 3
171. Writing Reports 1 2 3
172. Reading Official Correspoundence )\ 2 3
173. Talking to Visitors 1 2 3
174. Making Phone Calls 1 2 3
175. Planning Training Evolutions it 2 3
176, Writing Memos 1 2 3
177. Watching Movies 1\ 2 3
178. Evaluating your Work 1 2 3
179. Talking with Supervisor 1 2 3
180. Talking with Subordinates 1 2 3
181. Talking with Peers 1 2 3
182. Talking with People in Other Units 1 2 3
183. Talking with Active Duty Personnel 1 2 3
184, Talking with People on REDCOM Staff 1 2 )
185, Making Decisions 1 2 3
186. Reading Instructions 1 2 3
i87. Lunch 1 2 3
188. Coffee Breaks ! 2 3
189, 1Idle Chatter 1 2 3
190. Making Visits 1 2 3
191, Counseling 1 2 3
192. Daydreaming 1 2 3
193, Typing 1 2 3
194, Planning Projects 1 2 3
195, Evaiusting People 1 2 3
196, Scheduling your Time 1 2 3 4
! 197, Sitting and Staring 1 2 3 4 &
198, Reading Professional Material 1 2 3 4 %g
199, Assewsing Neceds of People You Serve 1 2 3 4 [
1 200, Working in Ruate 1 2 3 4 32
;%
20 ]
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PART V: TRAINING

Instructions: The following section is concerned with training and

the structure of the Naval Reserve. rlease indicate what you think is
the most appropriate answer to each of these questions.

201,

202,

203,

')

04.

Of the training you have received in the Naval Reserve which type
ligted belcw has been the most significant and meaningful to you?

Classroom sessions

Practical Team Training

Hynds on Exercises

Individual Study (Correspondence Courses)
ACDUTRAS

WETs

Administrative Assignments

Contributory Support Activities

Other

.« + =

W OOSAWL EWN -

What type of training listed belcow has been the leat significant
and meaningful?

Classroom sessions

Fractical Team Training

Hands on Excrcises

Individual Study (Correspondence Courses)
ACDUTRAS

WETs

Adminigtrative Assignments

Contributory Support Activities

. Other

[Vl - BN I S N

Is the training you received drilling with your unit appropriate to
vour rating/designator?

1. Yes, fully related

2. Moderately related

3. No, not related at all

4. Not applicable, did not receive any training

How do you rate the training you are receiving in the Naval Reserve
as compared to what you cxpected?

« Outstanding
Excelloent

Good

Poor

. Unsatistactory

[V R A S N
- s e
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205.

206.

2G7.

208,

From which of the following types of Naval Reserve participation do
you gain the greatest satisfaction?

1. Training programs located within the Reaerve Center

. Directly working with active duty counterpart (afloat)
. Directly working with active duty counterpart (ashore)
. Community action programs
. Adminirctration/lecture assignments
. Other

[« QR I S UL I N )

If you rezceive the greatest satisfaction from Contributory Support

would you be willing to zdjust your personal schedule to accommodate
irregular contributory drill assignments?

1. Not applicable, I don't receive greatest satisfaction from
Contributory Support.

2. Yes

3. No

Are you familiar generally with the restructuring of the Naval Reserve
in the last few years?

1. Yes
2. No

If yes, what effect do you think the restructuring of Naval Reserve
Units has had on your Naval Reserv~ training?

. Positive effect
. Negative eftect
No effect
Don't know

L o T N

. Not applicable, 1 Jdid not auswer ves to the previous question

What effect do you think the restructuring of the Naval Reserve Units
will have on your rontinued affiliation fun the Naval Reserve?

Posirive ~ffect
Negative erfect
No offect
. Don't know

Not applicatle, I did not know about the planned restructuring

wo o
. . .

Liave you heard about the Naval Reserve Readiness Command Concept?

l. Yes
2. No

1f ves, what effect do you think the Naval Kkeserve Keadiness Comman i
Concept his had on your own Reserve Trainlog?

. Positive cffecy

. Negatlve effect

. No effict

Don't know

Not applicabie, 1 did net answer yos to the previous quedtion
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212.

213,

214,

[£%)
—
L

216.

217.

218.

219.

How deo you feel any restructuring of the Naval Reserve progran should
be accomplished?

1. Keep "as 1s" without change

2. Restructure vnder the Readiness Command Concept

3., Make small changes cnly

4, Eliminate the Naval Reserve

5. Eliminate periodic drilling and replace with improved ACDUTRA
opportunities

6., Modify programs in somc other manner not suggested above

7. Don't know

How would you feel about drilling more often aboard ships and stations

of the active forces, suring regular drill as well as on ACDUTRA?

1. Strongly approve 4. Disapprove in general
2. Approve in general 5. Strongly disapprove
3. Neutral

How would you feel about a greater use of the Navy Schools Command
facilities for Reseive Drills?

1. Strongly approve 4.
2. Approve in general S.
3. Neutral

Disapprove in general
Strongly disapprove

How would you feel aboutr fulfilling vou drill and ACDUTRA obligation
totally during a 30-60 day unit-oriented training program (thus having
no drills during the rest of the vear)?

1. Strongly approve 4,
2. Approve in general 5.
3. Neutral

Disapprove in general
Strongly disapprove

Have vou heard about the efforts of the Department of Defense to inlcim
your employers of the National Courncil for Employer Suppovt of the Guard
and Reserve?

1. Yes 2. No

Have you heard about the efforts of the Department of Defense to fatorm
your employers of your increased value to them as a result of the skills
leadership, and training you recelve from your Reserve experience?

1. Yes 2. No

I{ ves, do you think this infoimation will raise your status in the
eyes of your enmployer?

1. Yes 2. No

what are tihe chances of advancing in rate/rank to a position that is
in keeping wich your abiiftics?

257 chance 3. 507 chance 4. 75% chance 5, 1007 chance

23

1. No chance 2.
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PART VI: LEADERSHIP

Instructions: For this section we are intereasted in how you would

describe the leadership in your Naval Reserve unit. In answering these

questions, first ask yourself, "Who is my immediate supervigor?"
each item and Jetermine how each statement applies to his/her leadership.

The last few questigns apply to your officers rather than your immediate

supervisor.
Never Seldom Occasionally Often Always
1 2 3 4 5
220.

224,

225.

226,

227.

228.

229,

2,

My supervisor does little things to make it pleasant to be a member
of this unit.

1 2 3 4 5

My supervisor rules with an iron hand.

1 2 3 4 5
Mv supervisor criticizes poor work.

1 2 3 4 5
My supervisor keeps to himself.

1 2 3 4 5

My supervisor assigns unit members to particular tasks,

1 2 3 4 5

My supervisor acts without consulting the wembers of the unit.
1 2 3 4 5

My supervisor ls approachable.

1 2 3 4 5

My supervisor asks that unit memters follow the chain nf commond,

1 7 3 4 5

My supervisor lete unit membeirs know what 1is cexpected of them,
1 2 3

-
3 4 >

My supervisor shows little 1f any concern for my individual welfare.
1 2 3 4 5
My supcrvisor co.res whao people Uke me think.

1 2 3 4 5

R/
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232,

233,

234,

235.

236.

ket R bt B

LAl i

1 2 3 4 5

My supervisor attempts to work out conflicts in our work group.
b 2 3 4 5
The Commanding Officer provides strong leadership tc this unit.

1 2 3 4 5

In dealing with the Commissioned Officers in my unit, I have been
treated fairly.

1 2 3 4 5

The Commanding Of ficer takes a personal interest in my Naval Career.
1 2 3 4 5
The Petty Officers in my unit are forceful.

1 2 3 4 5

The Petty Officers in my unit are pessimistic about the Navy.
1 2 3 4 5

GO TO THE NEXT PAGE
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B. Instructions: The following are various types of bshavior which a
supervisor (manager, leadar) may engaga in in ralation to subordinater.
Read each item carefully and then mark tha answer that indicates what

YOU would da if you were in your Nuval Reserve supervisor's position,

Dat,

Make a Great Effort

Tend to Tend to Avold Make a Great Effort
to do this do thim doing this to Avoid this
1 2 3 4

IF T WERE THE SUPERVISOR, I WOULD TRY T0;

237, Closely supervise my suhordinates in order to get haetter work i1rom
them.
1 2 3 4
238. Sct the goals and oljectives for my asubordinates and sell them on
the merits of my plans.
) 2 3 5
2139,  Seuv up controls to agsure that my subordinates ara goatting the job done
1 2 1 4
240, Fncourage my subordinates to set thetr own ,osls and objlectives.
1 2 3 4
271, Make sure that my subordinates work 1g planned out for them,
1 2 3 4
R

Check witho mye subordinates daily to goe 1 thev noed any help.

1 2 3 A
2N Step in as soon as reports indicate that the fob {8 «lipping.

1 2 3 4
2hi,

1

2990 Have fregqoen

1

1

1

il

Al Tow subordinates 1o make fmportant

Y

Tush my people to weet schoedules i necessary.

3

meetings to keap in touch with what

3

j

decisiony,

{8 poing on.
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A.

Instructions:
be present on any job.

PART VII: ATTITUDES ABCUT WORK GENERALLY

1.iated below are a numbar of charactearistics which could
Poopla diffar abour how much thay would like to

have cach of these presant in their oum jobs whatner thay are military or

civilian,

to havs each one preasent in your job.

Very Important Important Neutral Unimportant Very Unimportant

We &sre interested in leaming how much vou personally would like

~ 96 W P S L R B . gy b . - T A (e T T S b S TS 2P e - - — T WY S PR A RS e e e e A

250,

295,

256,

257,

158,

- ——

High respect from my co-workera.
1 2 3 : 5
Palr treatment from my aupervisor.

1 2 3 4 k)

Stimulating and challenging work.
1 2 a 4 h

Chances to oxercise indepandent thought and action fu my job,

1 2 3 b 5
Great Yob o securdty,
1 2 3 4 b}

Very friendly co-warkers and pleasant working climate.
1 2 3 4

"

Oppartunitles to learn naw things from my work.
1 2 R A Yy

High aalary.

1 2 3 4 Y
Good fringe benefitsy,

1 2 K} 4 5
Quick promot fons and advancement.

1 2 i 4 5

Oppertunities for peraonal growth and development in my job.

1 2 3 4 5

A acuse of worth while accomplishment in my work.

1 2 3 4 b
A sound retiremant plan,
1 2 3 4 S
21
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PART VIII:

PARTICIPATION IN THE NAVAL RESERVE
A, Tustructions:

In this section vou are asked whether you agree or
disagree with the following statements about your participation in the
Naval Reserve, Use the following codas.

Strongly Agree

Agroe Don't Know lisagree Strongly Disagree
1 2 3 4 S
STATEMENTS
260, ne of the things 1 like about baing in tho Nuval Ressrve is that
it 13 reallyv a sapecial world that not cvearvhody belongs to.
1 2 k) ') S
261, 1 lihe things that ara gaeanerally thought of as tyvpically Navy,
1 2 3 4 S
260, 1t is lmportant to remind ourselves that being in the Navy is like
belng part of 4 big family,
1 2 R] M 5
e300 The whole fdea of "pofug to sea” {s a vomant{c and appealing {dea
o e,
! A { 4 5
200 The slopan, "Tt's not fust a fob, (t'6 an adventure " {g really true,
] N 3 4 5
Jovy T do not Tike ro call things by thefr Navy names such ag "Jdecks,"
"l\uikhu;hls‘" "n\'nrlu!zx\is." cte.
1 N 1 a R
Jov, To be a UShellback” or a mewber of the "order of Magellan' ix a
hivh honor,
1 N i M Y
;‘(\7

Nothing seems more absutd to me than te tre and pretend vou are on
a veal shilp when vou are at tha Naval Reserve Center,

1 N 1 4 b
208, One of the major problems with the mildtary [ geneval and the rescrve
In parttcuiar 18 the amount of "Mickev Mousa' thinga that goes on.
1 D 3 Q "
JoY, Narassment fs a

congtant part of 1ife when 1 am at Jdrill,
! 2 3 4 Y
of what passes tor tvadntng 15 useless and boring.

i S 3 !
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Strongly Agree Agruee Don't Know Disagrec Strongly Disagrec

(]
~4
| %]
.

AR

L)
~i
z
.

275,

to
~1
=

-~
a

280,

~4

The Navy scems to be mere fntercated {n my appearance than my abiltty
to do the job.

1 A 3 4 )
1 would not mind comfng to drill as much {f 1 did not have to get all
dvessed up.

1 N 3 N h)
In spite of what some people say, the lot of the average enlisted Reserve
mamber 1s gett {ug botter not wnrse.

1 A 3 “ R

1 alwavas cucourage my friends to foin wy unit {f they ave cligible.

1 > 1 4 5

1 poevsonally feel that our untt has a4 wreat tutuve.

1 A 1 a4 B
You can't help wondering whether anvilifng concernlag the Navy is
worthwhiiic.

1 2 1 4 5
My civilian boss is not partdicularly happy about all the time 1 speand
at the Reserve Center.

{ 2 1 M K}

-

Moat of my friends think 1 am smart (o be {0 the Naval Resarvve.
1 d 3 4 5

&1{' not marvicd, ship to question J&D
My spouse {s very supportive of my participation fn the Kesevve propram,

1 2 3 M ]

My spouse is understanding about my having to ge on Active Duty fov
Trafnfug (ACDUIRA).

1 2 3 3 )

GOOTO THE NENT PACY
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B.

Instructions. Listed balow are a numbar of statements that may

describe various Naval Reserve units.

Rate how true or false vou think

cach statement

is,

Definitely False

False ndecided

Moatly True

Definitely True

1 2 3 4 5
STATEMENTS
281, The work activities {in this unit are scnaibly ovrganized.
1 2 3 4 5
282, This il does a poor Job in puttding out the word.
1 2 3 4 5
283, The chain of command 1s receprive to ideas and suggestions.
1 2 a i 5
284, Members of this unit work together to solve job related problems,
1 2 3 4 5
I8R5, Women should not be {n the Naval Reserve.
1 2 3 4 5
2860 Women are treated fairly in the Naval Reserve,
1 2 3 4 S
287, Members of eothnfc minoritics such as Blacke and Orientals are treated
faivly in the Naval Reservve.,
1 2 3 4 5
288, Theve ix equal opportunity for job agsignment in this unit.
1 2 3 4 5
J89.  People in this conmand discourage favoritism,
1 2 3 4 S
200, If 1 had a buddy who was probably going to drop out of the unit,
1 would talk with him and try to change his mind.
H 2 3 % S
291.

If there were a person in the unit who needed help badly because he

was out of work, the members of this unit would most likely come to
his assistance.

J
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) Pefinttely Falgee Yalse Uadecided Most iy liye “\'fi\\l(t‘\_\‘ True
i . i A )

E

E

£

i

c

3 o,

;E
SIS
S
\01
N8,
v,
AATAN
0t
RSPy
R,

Thin cotand andekly tntepvates new pecple oo the activities and
the werh of the Keserve uait,

[y

Thiis command of ten providex (nfotmation o the fantties of the
vescivists 50 they will Betcor anderstand the Navw,

1 N A “ “

Me o the thitnge that teally bothers we about tha Navy (s (the bad
Taguage or profantoy that (s o often usad,
1 N i - D

Prgs and aleohol are net oo pratilen fon thita ande,
! > ) .
Membhet s cont fnual iy g e abent e wetk o they e cor he oaadd,

1 N A “ ~

Caertatny menbovs cf the antt ate hestile (o othetr vembers,

1 N i - “

The unt e ceatatus wembdors with widely varviog backgreands,

Pyl

1 h “ S

Mewbots 4o thits andt fear (o eapreas thedr teal opinton,

1 N L} » N

This uanft {a a closely hndt yroup.

1 N A a N

1 would ho onbhavvassed to g0 backh i Active Duty with this wate,

1 ; i} " 5

- R

Somet fmer (e Navy seemp wc complicated (hat a pevsen 1ike we can't
really understand what's gofng o,

1 : 1 “ N

VW opeople Tile we dtdn't attend J0i1l et antg wonld teatly be
in bad shapoe.

1 : ] - ~
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Definftely False Faise Undectded Most ly Trye Definitely True

304, 1Y 1T wore oftfered a good f1obh {n another locat{ion, 1 woeuld consfder
A

whether there was a Naval Researve Center nearby before aceepting the
posittion,

s
S

1 iy 3
305, My civilian job requives my working i{rregular hours.

1 2 3 “ N\
306, In my civilian job, 1 work shifts.

1 2 ki 9 5

AT, L often have a conflict between my civil{an work schedule and my Naval
Reserve diill,

] R

-
fad
<
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PART IX: GENERAL SOCIAL QUESTIONS

Instructions: Now 1 would like to ask you a few questiona about your

ideas concerning American society ganarally. Please indicate whether you
agree or disagree with each statement.

Strongly Agree Agree Don't Know Disagree Strongly Disgagree
1 2 3 4 5
308, Ordnary citizens ought to feel obligated to engage in some form of

3049,

310,

311.

o
—
ro

313.

315,

316.

full-time public service (not necessarily the military service) while
they are voung.

1 2 3 4 5
A pood citizen has a Jduty to help out in the community like dolng
church work or belonging to a civic club.

1 2 3 4 5
T would have felt like 1 uneglected my duty 1f 1 had not joined the
military.

1 2 3 4 9
In these Jdays, lovalty to the established American way 1s the most
important requirement of a good citizaen.

1 2 3 N )
The average American citizen does not show enough respect for the
U.S. Flag.

1 2 3 4 5
Young people should be taught to be mora obedient and to hawve more
respect for authority.

1 2 3 4 5
Whatever best serves the interests of our povernment is geucrally
right.

1

ro
)
-
o

America has reached a higber state of civilization than any cther
country in the world and as a congsequence hag a culture which is
superior to any other.,

1 2 3

i~

5

It 1s the duty of a permon to do his job the very best he can.

1 2 3 4 3

I inmm
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£ Strongly Agree Ajrac Non't Know Disagree Strongly Misagree
£ 1 N 3 M 5
E -y oty et S W S W Sy TER S G G S A B T TER S W S S0 W W ven e R S o g v Ry ey e et WA e - D W Y UE L m Sm Se e o e - e -
E
F 317, 1 feel very bad when T have fafled to finish a job 1 promised 1 would
Jo,
3 1 2 3 4 S
1 318, Bevause many of the minor political parties merely confuse national
issues, a1l politdical parties except the two major cues should be
abolished,
1 N 3 - S
319, A large peveentage of taxes which citizens pay {s wasted {0 an eftort
to educate individuals vho are not worthy of bedng educated.
1 N 3 “ 5
20,0 Certafu relisious sects whose beliafs Jdo not permit them to sajute
the tlag should efther be fovrced to conform or clse be abelished.
1 N 3 s 5
Al

Minor forms of mflitary trafa

{ng such as drill, marching, and simple
commuands should be made a part of the clemencarv school oducational
pragtan,
1 2 3 “ S
322, Conventional war herween the ULS, and another nation is alwavs a
real possihildcy. :
i
\ 2 2 M 5 :
i
KRR M1 ooul wai s Tikely within 15 vears. :
1 2 3 “ 5
34, Laindted nuclear war between the ULS. and Communist forces {s likely H
within 15 vears. :
1 N R ~“ 5 ,
i
325, The Vietnam Conflict is a good example of the fact that the Conmunists :
are determined to conquer tha world.
1 N 3 G S
320, A1 wars are lomoral,
1 J 3




Strongly Agree Agree Don't Know Disagree Strongly Disagree

2 4 5
327. World War Il was a just war.
1 2 3 4 S
328, The Vietnam War was a4 Just war.
1 2 3 4 5
329 It sometimes bothers me that I am a member of an organization, the Naval
Reserve, that is organized for the purpose of fighting wars.
‘ 1 2 3 4 5 ;|
| 3
‘ 330. People mostly just look out for themselves. 3
1 2 3 4 5 {2
331. Generally speaking most people can be trusted. %%
1 2 3 4 5 &
+
332. Most of the time, people try to be helpful. ;g
1 2 3 4 5 4
333. Most people would try to take advantage of you if they got the chance. 25
i3
i 2 3 4 S g%
i
334. You cannot be too careful in dealing with people. gz
1 2 3 4 5 3
335. Our country would be a lot better off if we didn't have so many elections %?
and people didn't have to vote so often. ;§
1 2 3 4 5 ‘3
336. What this country needs 1s strong leaders who do what they think is ;é
right regardless of public opinion. f§
1 2 3 4 5 é

o

GO TO THE NEXT PAGE




B. 1lustructions: In thie section, selact an answer that appeare under
cach question.
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337, Are vou verwy interested {n politics?

Very interested
Somewhat interested
Neutral

. Not much interest

. Not interested at all

(RN RV S

338, Do you talk politics?

] . Yl‘ s
2. No
3. Uncertain

339,  Are vou registered to vote?
1. Yos
2. No
3. Uncertain

340. Did you vote in the last general clection for President?
1. Yes

2. No
3. Uncertain

341, Have vyou ever done any campaigning other than giving money?

1. Yes
2, No
3. Uncertain

342, Do you think of yourself as Republican, Indepondent, Demoerat or
some "Third" party?

Strong Democrat

Weak Democrat

Independent

Weak Republican

Strong Republican

Weak Third-Party Member

Strong Third-Party Member

I don't think of political parties at all
Uncertain

(Voo - BRI NV, B W R SR
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B o 343. Do you tend to think of yourself aa politically Conservative or
: Liberal?

il
w0 A 1 ks

ulll

1. Very Conservative

2. Conservative

3. Moderate

4. Liberal

5. Very Liberal

6. I have never thought of it before

T

344. When 1t comes to foreign policy, do you think we shcild be forceful
or restrained?

1. Very forcerul g
2. Porceful

3. Moderate g
4. Restrained

5. Very restrained

6. Uncertain

345. Some people think that the National Government is not doing enough
in the area of National Defaense. Do you?

1. Strongly agree

2 Agree

3. Don't know

4, Strongly disagrece

346. Now do you think there is any difference between the way the Democrats
and the Republicans or othar parties feel on this issue?

TaTE I ST Y L T T L.

1. Democrats will normally spend more on defense than other parties ‘
2. Republicans will normally spend more on defense than other parties ;
3., Both major parties are about the same

4, I'm not sure

347. What is your religion?

1. Protestant ‘
2., Cathollc '
3. Towish

4, Other

5.

None ‘

348. Do you tend to think of yourself as a religious person?

Very religious
. Moderately religious |
Not religious

Not religious at all
Uncertain

[0 IV RN VORI S R

349, 1f you have any general comments concerning tlie Naval Reserve, please
write them on the back of the answer sheet, and circle number 349 on

the aniwer sheet.

N THANK YOU FOR TAKING THE
37 TIME TO ANSWER THTS
QUESTIONNAIRE!




ANSWER SHEET/NAVRESREDOOM REG SEVEN RETENTION STuDY 1979
INSTRUCTIONS: Clrcle the appropriate number for each question. SER N(-) ]801
Note that for question 24 you should circle your
actual age as of your last blrthday,
PLEASE ENTER YOUR SOCIAL SECURITY NUMBER HERE Jjjjpeseeamedy - -
PART | Standard SECTION B
Background Questions
22. 012 40. 01 15
1, 12 012354567839 123456 7890 1%
T2, 12345 2. 01224567809 41, 01 B 43
: C 1234567829 01231456789 g
3 i23%456 7 i
24 012324256789 42, 01 8
4 123456 0123456789 012324556720 7
5. 123456789 25. 12 43, 0.1 1
0125345¢7 80 i
6 1234 26 1234567 -
48, 12345 g
7. 12 27. 1234567
45 12345
8 12345 28. 1234567 t
45, 123456 4
g 12345 20, 1234 :
a7 12345 5
10 12 30 123456 %
48 12345 {
11 123456 3, 12 »
49 12345 :
12 123456789 32, 12345678 g
01234567809 50 123456 8
33, 012345671839 g
13 01234567829 0123456789 51 12345 i
17 345 0123456789
01235456789 52, 12345 ]
14, 01234567 PART 11 Sectlion A Retentlon
01234567829 53 123459
012345 34, 12345
54, 12345 g
15, 123456 35 12
55, 123405
! 16 123456 3%, 12345
} 56 12345
i 7. 123456789 7. 0123456789
01234567839 57 122345
18 123456
3, 01234567809 56, 12345
19, 12345678 0123456789
20 123456789 39 01234567829
01234567809 .
: 21 1234567 |




INSTRUCTIONS

Circle the approprlate number for each questlon,

PART |11 SECTION A 84. 12 34
Work Satisfaction (Cont'd)

85. 1234
59. 12345

86. 1234
60. 12345

87, 1234
61. 12345

88. 12 34
62. 12345

89. 12 34
63. 12345

90. 12 34
64. 12345

3i. 12 34
65, 12345

92, 1234
66, 12345

93, 12 34
67. 12345

94 1234
68. 12345

95, 12 354
69. 12345

96. 1234
70. 12345

97. 12 34
SECTION 8

SECTION C
71, 12345

98. 1234
72, 12345

99, 12 34
73. 12345

100. 12 34

5

5

AL T

SER

109. 1 2345
t10. 1 2345
1M1, 12345
112, 1 2345
113, 12345
114, 12345
15, 12345
16, 12345
117. 12345
118, 12345
119, 12345
120, 1 2345
PART IV TIme Utitlization
12y, 1234
122, 1234
123, 1234
124, 1234
125. 123 4

Y R
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INSTRUCT TONS

FART (v SECTTON R TCon'1)

134,

135,

136,

1138,

139,

1440,

141,

144,

149,

146.

147,

!

1

o]

H

-

N

~J

3

L

4

ey

158,

159,

1060,

1614,

6.,

‘(1‘_

14,

165,

10,

1o /.

1HB,

104,

70,

173,

174,

174,

176,

1 -I’ 1’ .

178,

| v,

RIS

151,

187,

185,

1

%)

~J

L~

)

Za

o8

4

4

Clrgcle the appropriate numbor tor aach question,

190,
191,
190,
149%,
194,
195,
196,
147 .
194,
19u,
200,

PART

1

-

!

!

|

[

1

|

v

)

Al
«

i

-~

B

4l

4

ICTTONTA
Trainlng

01,

200,

JO05,

204,

RV

200,

ra7,

Jog,

|

G R AQ
07849
(8]




INSTRUCTIONS:  Clrcle the appropriate number for cach quosd lon, SER

———————

PART V SECTION A

(Cony inuod)

00, 1 ) vy JEAL Y gy PART VT Sovtion A
, Participation In the
: 0. 17 A TR AR S B Naval Rosorve _

LR A S SICTION & 200010 3 40

S 10340 0 'S 1 2 5400 201, ! 2340

A L VR . I IR0 256,01 0 v g T A N

14 103 g MR VAT S 0y, Tah

S, | AR, T B JAN Ty S0, 123400

‘1o 1 A I IS TR S oh, LR I

i T 1 AU AR 0! T3

I 1 14, 39 A A T S

A RIS A P S 6 I T W AT B S IS

S !

PART VI SITCTION A BRI R RICIT IS R T

deadocahlp
AR TTU I | ANIATEEE AR Y S
AR AT LY
] i
PART VG SECTION A PR I ) PR TPt B
A I B eneral At e about Work
70 1 23400
RAAN I3 4% s I A S BN
Ty TN
AR P A S SR A
AEET | 3y
AT P A S JA0Y oy
AR AN 1 RS ‘1 LI
IR 1 34 0L LIS N
A/ CORREE BRI B
DT B B AR P A P
A S T S IR
\.\]. 1 ‘\ ‘S ‘ I) \AI Al ‘ ‘ ’ l‘
SR,y
FATL U T S AR VO B P K
g 1 '\ Y [
EADFE 390 Gy, L)y
RT) AR R S A
31 ]“k.] Y Tyt | LS I o L 5
SECTION 1+ 3
1 ] LY (s 1 LI B
Hy, 1 v g =
i: vy I“" . [ ]"‘1"
! 1 L
|\‘ ]\(1| Han ) LI |
aR 1 LS
= H 1 L PREES A R S
Fage !




INSTRUCTIONS:  Clrcle the approprlate numbor for each questlon, SER
PART Vil SECTION A
(Cont Inyod)
284, 1 2 34 1035 D A B B 326, 12 34
R R 500, P A s 307, L S
I TCT IR T B AR AR A T 108, 12 39
MIT Y 2P EEAR B B PART IN SICTION A 50, 1 008
Conoral Soclal Questlons
i JRA152 DR T T A 150, 12 34
AARW | IR NS B
M, 10 3 a0 L0 IR I S
LR 10340
LTS DU TR T AR A
0% H I R B B
AU D U T I S T A
11, 1Y 08 s
RS DA T S I 34y, | B
L) I A S
IV SR TR S BT T A S
S TR R TR SR TS
Sy, IR TP B 5350, | IR T
4, 10 3R o
Jan,o o b SECTION R
81, v 2y
AR IR I ' ER TN B SR
0., | I T T
EOFIEE AR | I
S T A S I
AT TSR AR G B EE (O B ¢ +
i 30 n &
TS IS S TR SC S 1A D B 3
119 1 2805 ]
Wwo, 1S v 3.9 | ISR E;
LA VRN L SN &
Y. 1T v a oy LR TR A A S R 3
VAR IR VAR S ¥
W, 1S vy We, 1 s E
AT B N 3
04, 1 8 a4 n WA, 1D 3w E
LR DR R =
LY T I AT SR h, 1 s K
D ) AR T B é
Sdo 10 5 4 3
L INTORE A N
& 1D s ;%
G, 1 s gy g

i
9, Lf you have any qonoral commonts concerntng the Noval Reserve, please wrelte H

‘ ' : L E

thoem on the back of the anuwer sheet and cbecto thio nomtor (50, SHANN Yoo 5
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NAVAL RESERVE READINESS COMMAND REGION SEVEN
NAVAL BASE
CHARLESTON, S8OUTR CAROLINA 29408 iN REPLY ARFES TO!

Code 52
20 DEL 1979

From: Commander, Naval Reserve Readiness Command Region SEVEN
To: Distribution

Subj: Naval Reserve Retention Survey

Encl: (1) Naval Reserve Readiness Command Region SEVEN Retention Study
Report Number One

1. Enclosure (1) is the first in a scries of reports resulting from a
recently completed command-wide retention survey in which all Naval
Peserve personnel drilling in Region SEVEN participated. Future reports
in this series will more narrowly focus on specific retention subjects
identified herein.

2. Althurgh this report addresses retention in Region SEVEN, it 1s
interesting to compare the results with a 1974 study conducted by the
Chief of Naval Reserve within the Eleventh Naval District. Such a
comparison lends support to the possibility that the rctention problems
identified in Regicn SEVEN may not be particular to this Reglon but are,
in fact, generally prevalent throughout the Naval Reserve,

3. Because Naval Reserve personnel retenticn is such a key, important
issue and national 1nput is needed in this regard, the Chief of Naval
Reserve has directed that a national random sample survey be conducted.
The national survey will be supervised by Readiness Command Region SEVEN
and will be conducted during January - Harch 198C. The findings of this
national effort are expacted to be disseminated during August, 1980.

4, Your comuents are invited and will be welcomed as constructive additions

to the resolution of a major problem within the Naval Reserve. Point of
contact is CDR M. L. Boykin (REDCOM SEVEN Code 52) or LCDR H., L. Merritt,

Autovon ;94"4‘4,0.:/F€S 6;9"[0402.
_(f-

Wm. J. GILMORE

Distribuzion:

SNDL A2A (CNR only) Code 452

A3 (CNO) 0P-01P/OP-9R/OP-1360D (Retention)

A5 (CHNAVPERS only) NMPC-9

E3A (NLR only) Technical Information Division

FR3 (NAS; TFR&4 (NAF); FRS (NARU); FRO (NAVRESREDCOM REGS)
r787 (HRM School) NAS Memphis

HON P. A. PIERKE (OASA)

Armed Forces Rescrve Policy Board, Wash., DC
National Naval Reserve Policy Board, “Wash., DC
Defense Documentation Center, Wash., LG

Army Rescarc! Imstitute, Rossiya, VA

Occupational Research Division, Lackland, aFp, Lk




